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Chapter - 1 
INTRODUCTION 
1.1 Background of the Study 
For an organization, it is necessary to understand the behaviour of workers, their 
expectations, skills, needs and feelings. Men are very much unlike machines, 
which people operate. Nevertheless, men can be taught, directed and controlled. 
Men differ from one another in certain respect and at the same time, they are alike 
in other respect.  
Quality of Work Life (QWL) is a relatively new concept which is defined as the 
overall quality of an individual's working life. QWL is sometimes considered as a 
sub-concept of the broad concept of quality of life, which refers to the overall 
quality of an individual's life. The QWL have focused mostly on specialization and 
efficiency for the performance of narrow tasks. 
Researcher has studied self-efficacy from several perspectives, noting various paths in 
the development of self-efficacy; the dynamics of self-efficacy, and lack thereof. In 
many researches; interactions between self-efficacy and personality characteristics 
examined. Self-efficacy affects every area of human effort. The effects are 
particularly apparent, and compelling, with regard to behaviors affecting health.  
Often in the workplace, employees are appear to de-motivated or unmotivated. 
When efforts to motivate them fail, there is a tendency to perceive them as 
persevering and resistant. Perhaps it is time to look at the situation from another 
angle and adopt a paradigm shift in our thinking. Instead of thinking of the person 
as de-motivated, management can consider him or her as motivated toward another 
direction, and not in the direction that management wants the person to be. If some 
people are resistant to their efforts to change them, they are, in fact, motivated not 
to change. When we begin to adopt this view, we see resistance and motivation as 
two sides of the same coin. There is, therefore, no lack of motivation. 
Organizational commitment of an employee is an emotional attachment, involvement 
and identification with their organization. Broadly speaking, employees who 
are committed to their organization generally feel a connection with their 
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organization, feel that they fit in and, feel they understand the goals of the 
organization. 
The present investigation was undertaken on teachers of higher academic institution. 
Teachers are an extremely important facet of any society for a number of reasons and 
their role in society is both significant and valuable.  Teachers play an extraordinary 
role in the lives of children for the formative years of their development and 
the importance of teachers is something that cannot be understated.  Higher academic 
institution plays a very significant role for the progress and development of any 
nation. Further, it is contributing to the economic growth of country by producing 
skilled, talented and intellectual human workforce. While, teachers are considered as 
leader of the human capital, play a central role in societal development. They are 
considered pillars of society because they bear the responsibility of educating and 
training students upon whom our future trusts. In the university setting, teacher 
shoulders the three major responsibilities such as teaching role, research role and 
service/administrative role. In this regard, the quality of work life, self-efficacy belief, 
satisfaction from job and organizational commitment of teachers are the important 
success factors for any academic institution. Hence, the present research is set to audit 
and study Quality of Work Life, Self-efficacy and Job Satisfaction of teachers in 
reference to Organizational Commitment. 
1.2 Statement of the Problem 
Commitment have numerous positive consequences such as it enhances employees’ 
effectiveness, retention, job performance, positive attitude, organizational citizenship 
behavior  and reduces turnover as well as absenteeism. In contrast, it is affected by 
several job as well as personal characteristics. The organizational commitment of 
teachers in literature has time and again been quoted as peoples’ performance. In this 
piece of research work an attempt was made to audit the Quality of Work Life, Self-
Efficacy and Job Satisfaction of teachers and their resulting commitment. In the 
present study, Quality of Work Life, Self-Efficacy and Job Satisfaction were 
considered as predictors and Organizational Commitment as criterion variable. This 
study also documented to develop and standardize the Quality of Work Life Scale. 
Teachers’ Age and Teaching-Experience was undertaken as moderator variables to 
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examine the moderating effect of relationship between predictor and criterion 
variable.  
Conceptual framework, theoretical perspective and views of different researchers 
about major variables considered in this piece of research are being discussed in the 
following paragraphs. 
1.3 Quality of Work Life 
“It’s all about quality of life and finding a happy balance between work and friends 
and family” - Philip Green 
Historically, the term of quality of work life (QWL) came out in a broader perspective 
in the United States in September 1972 when it was coined by Davis at a 
Democratization of Work conference held at Columbia Universities’ Arden House 
Meet in New York (Venkatachalam & Velayudhan, 1997). The concept of QWL 
increased the importance between 1969 and 1974, when a wide group of researchers, 
scholars, union leaders and government personals gave attention in how to enhance 
the quality of an employee through on-the-job experience. A number of attitudinal 
surveys had been made at the University of Michigan between 1969 and 1973 to make 
the attention towards the quality of employment. On this issue US Department of 
Health, Education and Welfare sponsored a study, which led to the publication of 
Work in America (MIT press, 1973). Apart from this, the pressures of inflation 
prompted to the US government to address some of these issues. Finally, a Federal 
Productivity Commission was established. This commission sponsored several labor 
management QWL experiments, which were jointly conducted by the university of 
Michigan quality of work programs along the newly-evolved National Quality of 
Work Centre (Dwivedi, 2007). 
The concept of QWL is a large step, forward from the traditional job-design of 
scientific management, which focused mostly on specialization and efficiency for the 
performance of narrow tasks. It was used full division of labor, rigid hierarchy, and 
standardization of labor to reach its objective of efficiency. The idea was to lower 
costs were using by unskilled and repetitive labor force that could be trained easily to 
do a small part of the job. In this regard job performance was controlled by a large 
hierarchy that strictly enforced the one best way of as defined by technical people. On 
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the other hand classical design gave inadequate attention to better QWL and many 
difficulties had developed. There was excessive division of labor and overdependence 
on rules, procedures, and hierarchy came out. Specialized workers became socially 
isolated from their fellow-workers because their highly specialized work weakened 
their community of interest in the whole product. Many workers were so deskilled 
that they lost pride in their work. Finally, the higher turnover, absenteeism, declined 
quality, and conflict was reported and workers tried to improve their conditions. So 
organizations are giving more attention to work designs that provide effective human 
results along with their technical results towards humanized trust including job 
enrichment and enriched socio-technical work systems (Davis, 1981). 
There is a need to give workers more of a challenge, more of a whole task, more 
opportunity for growth, and more chance to contribute their ideas. While, the classical 
design of jobs was to construct them according to the technological imperative, i.e. to 
design them according to the needs of technology and give little attention to the other 
criteria such as humanistic aspects. The new approach is to provide a careful balance 
of the human imperative and the technological imperative. Jobs are required to fit 
people as well as technology. This is a new set of values and a new way of thinking 
that focuses on QWL (Davis, 1981). 
Organizations, in the past, gave more importance on advanced technology for higher 
productivity surpassing the needs and mental state of its employees. This has created a 
negative impact on the working environment among the employees. Thus it was 
realized that societal support goes hand in hand with technical innovations. This 
integration can only be made through QWL programs. QWL denotes all the 
organizational inputs which aim at the employees’ satisfaction and enhancing 
organizational effectiveness. In the late 1950s the term QWL was used to stress the 
prevailing poor QWL at workplace and it was first defined then in terms of people’s 
reaction to work, particularly an individual’s job satisfaction and mental health 
(Pattanayak, 2003).  
Multifarious criteria that characterize the industrial as well as organizational work 
environment include fair compensation, healthy working conditions, opportunities for 
developing skills, continued growth and security, conducive-work environment, 
protection of workers’ rights, social relevance and balance between work and personal 
Chapter -1 
5 
 
life. Later, quality came to be recognized as an approach or method used for 
improving work. It was also viewed to be synonymous with methods such as job 
enrichment, self-managed teams and labor managed committees. Having concern with 
the life on the job is not new. The increased agitation of union activities in the 1930s 
and 1940s, through collective bargaining and legislations, directed to improve the 
working conditions. Even before that, labor was vigorously protesting management 
attempts to change the work environment (Pattanayak, 2003). 
The concept of QWL has been defined differently by different researchers, scholars, 
union leaders, management and government personals in the area of management and 
psychology. Cohen and Rosenthal (1980) defined QWL as an internationally designed 
effort to bring about increased labor management cooperation to jointly solve the 
problem of improving organizational performance and employees’ satisfaction. 
A contemporary definition for QWL had offered by Straw and Heckscher (1984), it 
can be explained in terms of a philosophy, a set of principles, which puts an emphasis 
on the people which are considered the most valuable assets in the organization as 
they are trustworthy, responsible and capable for significant contributions and 
therefore should be treated with higher dignity and respect. 
According to Robbins (1989) QWL is being considered as a process through which an 
organization responds to employees’ needs by developing mechanisms which allow 
employees to participate in making the decisions that determine their work lives. On 
the other hand Newstom and Davis (1995) defined QWL on the account of human 
growth, exciting workplace, creativity and innovativeness, with concern for individual 
and democratization of the workplace. 
Heskett, Sasser, and Schlesinger (1997) stated that the concept of QWL can be assess 
through the feelings of employees which develop towards their jobs, colleagues, and 
company, which ignite a chain effect leading to an eventual growth of the 
organization and profitability. 
According to Sadique (2003) QWL offers healthier, satisfied and productive 
employees, which in turn provides efficient and profitable organization. A high 
quality of work life is needed for each and every organization to continue, attract and 
retain the employees. Further it exists when democratic management practices are 
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prevailing in an organization and all the managers, employees and union leaders 
shared the organizational responsibilities. 
Singh (2008) opined that the QWL  improvements are explained as “any activity 
which takes place at every level of an organization, which seeks greater 
organizational effectiveness through the enhancement of human dignity and growth; a 
process through which the stakeholders in the organization management, unions and 
employees- learn how to work together better; to determine for themselves what 
actions, changes and improvements are desirable and workable in order to achieve the 
twin and simultaneous goals of an improved QWL for all members of the 
organization and greater effectiveness for both the company and the unions’’ (p. 24). 
Further investigator posited that improved QWL leads to improved performance. 
In a more specific mode, Ruchi (2008) suggested QWL as the sum total of values, 
both material and nonmaterial, attained by a worker during his/her job. It includes 
aspects of perceived workplace environment such as wages, working hours, work 
environment, benefits and services, career prospects and human relations. These 
facets of QWL considered as strengthening the employees’ job satisfaction as well as 
motivation. Aswathappa (2011) emphasized that high QWL made guaranteed when 
employees of an organization are able to satisfy with their important personal needs 
through their experiences in the organization. 
Swamy, Nanjundeswaraswamy, and Rashmi (2015) stated the meaning of QWL as an 
extent to which employees are satisfied with their personal and working needs 
through participation at the workplace in achieving the goals of the organization. 
Further, they pointed out that focusing on improving QWL to increase the pleasure 
and satisfaction of employees can result in various advantages for both employees and 
organization.  
Bora, Das, and Murthy (2015) considered QWL as the favorable condition and 
environment of a workplace that support and promote employee satisfaction by 
providing them the reward, job security and growth opportunities. 
High QWL can be responsible for higher organizational performance, effectiveness 
and innovativeness for employees. It provides the freedom to employees’ in designing 
their job functions to meet their personal needs and interest. It is the corroboration 
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between the employees and their organization. It improves the family life as well as 
work life of the employees. In short, it represents a state that emphasizes the 
importance of skill development opportunities for employees to contribute to their 
jobs as well as to receive more from their jobs (Geetha & Mani, 2016). 
Components of QWL in view of different researchers 
Walton (1975) had explained the concept of QWL in the light of eight major 
conceptual categories such as; adequate and fair compensation, safe and healthy 
working conditions, immediate opportunity to use and develop human capacities, 
opportunity for growth and security, social integration in work organization, 
constitutionalization in the work organization, work and total life space and social 
relevance of work life. 
Mirvis and Lawler (1984) found that the QWL was related with wage satisfaction, 
hours and working conditions. They suggested the six basic elements for a high QWL 
such as; safe work environment, equitable wages, equal employment opportunities, 
opportunities for advancement, opportunities to learn and grow and protection of 
individual rights. 
Baba and Jamal (1991) investigated the routinisation of job context and job content as 
related with employees’ QWL, and suggested eight key dimensions of QWL such as; 
job satisfaction, job involvement, work role ambiguity, work role conflict, work role 
overload, job stress, organizational commitment and turn-over intentions. 
According to Danna and Griffin (1999) the concept of QWL is not a unitary. It has 
been seen as incorporating a hierarchy of perspectives that not only constituted with 
work-related dimensions such as job satisfaction, satisfaction with pay and 
relationships with work colleagues, but also such aspects that broadly affect the life 
satisfaction and general experiences of well-being. 
The various researches indicated that QWL might differ between groups of 
employees. For example, Ellis and Pompli (2002) listed eleven dimensions 
contributing to job dissatisfaction and QWL of nurses such as; poor working 
environments, resident aggression, workload, inability to deliver quality of care 
preferred, balance of work and family, shift work, lack of involvement in decision 
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making, professional isolation, lack of recognition, poor relationships with 
supervisor/peers, role conflict and lack of opportunity to learn new skills. 
Khan and Pandey (2002) proposed eleven facets to measure the sensitivity of Loco 
Pilots about their perceived work environment such as; effectiveness of supervision/ 
management, working conditions, confidence in management, monetary gain, 
sociability and cooperation within employees, opportunity for growth and 
development, sense of belongingness with the organization, citizenship behavior and 
recognition at work, work relations, employee benefit programs and job stress. 
Saraji and Dargahi (2006) identified fourteen dimensions of QWL in Dept. of Health 
Care Management, School of Allied Medicine, Tehran University of Medical 
Sciences such as; fair pay and autonomy, job security, reward systems, training and 
career advancements, opportunities, participation in decision making, interesting and 
satisfying work, trust in senior management, recognition of efforts, health and safety 
standards at work, balance between the time spent at work and the time spent with 
family and friends, amount of work to be done, level of stress experienced at work 
and occupational health and safety at work. 
Hosseini and Jorjatki (2010) described seven dimensions of QWL such as; fair and 
adequate pay and benefit rights, observance of safety and health factors, opportunities 
to continue growth and security of staff, acceptance work organization, work life and 
social dependence on society and individual life, governing the overall living space in 
the environment and integration of social improved human abilities. 
Stephen (2012) posited thirteen dimensions of QWL in small scale industrial units 
such as; adequate and fair compensation, fringe benefits and welfare measures, job 
security, physical work environment, work load and job stress, opportunity to use and 
develop human capacity, opportunity for continued growth, human relations and 
social aspect of work life, participation in decision making, reward and penalty 
system, equity (justice and grievance handling),  work and total life space and image 
of organization. 
Nanjundeswaraswamy and Swamy (2013) developed nine basic dimensions to 
measure QWL of employees in private technical institutions such as; work 
environment, organization culture and climate, relation and co-operation, training and 
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development, compensation and rewards, facilities, job satisfaction and job security, 
autonomy of work and adequacy of resources. 
Elamparuthi and Jumbulingam (2014) listed fifteen dimensions to measure the level 
of QWL of employees in small scale industries, such as; working environment, safety, 
job security, job stress, motivated by superior, job allow using skills, promotion 
opportunities, provide enough facilities, treated with respect, working hours, job allow 
to be productive, training opportunities, salary satisfaction, employee motivation, 
proud to be part of the industry. 
Kaur (2016) made an attempt to identify the factors affecting QWL of Government 
and Private University teachers in Punjab. In order to find out the factors that 
determines the perception of teachers towards their QWL, factor analysis had been 
applied. In a first draft, thirty four factors were listed for assessing quality of work life 
but after applying factor analysis twelve factors emerged such as job satisfaction and 
self-esteem, effort recognition and career progression, employee loyalty and growth, 
quality on workplace, conducive environment, lower self-esteem, employee 
development, workload other than teaching, rationality, organizational satisfaction, 
organization communication and economic benefits and critical factors. Twelve 
factors together explained 62.36% of the total variance. 
Principles of QWL 
The basic concept underlying the QWL is what has come to be known as 
humanization of work. It constitutes basically the improvement of work that motivates 
the creative abilities of the employees, develops cooperation, and interest in self-
development (Saiyadain, 2009). Herrick and Maccoby (1975) have proposed four 
major principles which explained the humanization of work. These principles are 
briefly presented below. 
1. The principle of security: Humanization of work implies freedom from anxiety, 
fear and the loss of future employment.  The working conditions should be safe and 
there should be no fear of economic want. These preconditions will guarantee utmost 
development of skill and ideas. 
2. The principle of equity: Hostility is generated if there are substantial differences 
between efforts and rewards. The equity principle requires that there is a just way of 
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evaluating the conditions of an employee. Another aspect of equity refers to paying 
for knowledge and skill to carry out the task and not for the task alone. If work has to 
be humanized, equity would also require sharing in the profits of the organization 
according to the individual or group contribution. 
3. The principle of individuation: Individuation refers to the work environment in 
which employees are encouraged to develop themselves to their utmost competence, a 
system of work that facilitated blossoming of individual potential. A basic 
precondition for this is the availability of freedom and autonomy in deciding their 
own pace of activity and design of operations.  
4. The principle of democracy: Akin to the principle of individuation, this also 
implies greater authority and responsibility vested into the work force. Increasing 
controls, close supervision, and a general institutionalization inhibit humanization of 
work. Meaningful participation in decision-making also guarantees the right of 
citizenship.  
1.4 Self-Efficacy 
"If I have the belief that I can do it, I shall surely acquire the capacity to do it even if I 
may not have it at the beginning" - Mahatma Gandhi 
Origins of the Self-Efficacy Construct 
DeVellis and DeVellis (2001) posited that the concept of self-efficacy came out from 
Rotter’s social learning theory, which in turn grew out of principles of operant 
conditioning. According to these principles, behavior is influenced by the 
consequences (i.e., reinforcing, neutral, or punishing stimuli) it produces. Social 
learning theory carried the ideas underlying these principles into the realm of more 
complex, cognitively influenced, social behavior. According to social learning theory, 
two critical features of behavior are the value individuals place on a specific outcome 
and the expectancy that the behavior in question will produce that outcome. Thus, at 
the basic feature of social learning theory is the individual’s belief about what will 
consequence from a given action. If someone expects good things to result from a 
given action, that action has a higher likelihood of occurring than if the expectation is 
for a bad outcome. This is identified a bit more formally in Rotter’s (1954) own 
words: “the occurrence of a behavior of a person is determined not only by the nature 
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or importance of goals or reinforcements but also by the person’s anticipation or 
expectancy that these goals will occur” (p. 102). In other words, people will behave if 
they believe their behavior will produce a desired outcome. Within this context, 
outcome expectancies are essentially beliefs about the way the world works, that is, 
about how contingencies are organized or the relationships between actions and their 
outcomes (DeVellis & DeVellis, 2001).  
DeVellis and DeVellis (2001) explained that Rotter used the concept of locus of 
control, which refers to the generalized belief that the occurrence of outcomes is 
under the control of oneself (i.e., internal locus of control) or outside of the self (i.e., 
external locus of control). Controlling forces outside of the self also constituted 
control of one’s outcomes by chance and/or powerful other people. This idea was 
subsequently adapted specifically for health-related outcomes (Wallston, Wallston, 
Kaplan, & Maides, 1976; Wallston, Wallston, & DeVellis, 1978). Though the idea of 
locus of control conceptualized that individual perceptions of effect over behaviors 
were determinants of actions, the perceptions in question still concerned outcome 
expectancies. Locus of control, like the earlier conceptualizations of outcome 
expectancies, primarily assessed beliefs about how the world works. The idea that I 
make a difference in how the world works was imbedded in the locus of control 
concept, but the emphasis on personal agency was not yet fully developed (DeVellis 
& DeVellis, 2001). 
Woodward (1982) highlighted that Bandura introduced a separate social learning 
theory basically independently from Rotter’s theory. The major additions in 
Bandura’s theory were imitation or observation as a method through which behavior 
could be acquired and, afterward, the notion of self-efficacy was proposed. Bandura 
(1986) changed the name of his theory from social learning theory to social cognitive 
theory. This change reflected the broader scope of his theory and the main 
contribution of thought processes to motivation, action, and affect (Bandura, 1986). 
The most important theoretical improvement was Bandura’s explicit difference 
between outcome expectancy and what he named self-efficacy. Bandura suggested 
that humans may believe that their own action would result in certain desired outcome 
i.e., having the high outcome expectancy and an internal locus of control, but can be 
experienced incapable of performing that action. This perceived incapacity was 
recognized as weak self-efficacy regarding with the particular behavior. On the other 
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hand, if the belief that they are capable of performing a particular action will be high, 
then self-efficacy for the behavior in question will be high. Finally, Bandura’s social 
cognitive theory made a distinction between beliefs with respect to how the world 
works i.e., outcome expectancies, and beliefs about what they are capable of doing 
i.e., self-efficacy. Bandura’s work showed that recognizing self-efficacy as a distinct 
and important determinant of behavior avoids ambiguity and thus has obvious 
usefulness (DeVellis & DeVellis, 2001). 
Self-Efficacy Theory 
Bandura (1986, 1997, 2001) developed a social cognitive theory that believes that 
human beings having some strength or capacity to exercise limited control over their 
lives. In addition, humans use their cognitive processes for self-regulation. He pointed 
out that human functioning is an outcome of the interaction of three elements, viz., 
person, person’s behavior, and the environment. Bandura (1986, 2001) named to this 
interactive triadic model as reciprocal determinism. The model of reciprocal 
determinism can be explained by a triangle with; person, person‘s behavior, and 
environment which showing the three corners of the triangle and each element have 
some effect on the other two elements. Bandura (2001) identified self-efficacy as a 
significant factor of the person element and it defined as “people’s beliefs in their 
capability to exercise some measure of control over their own functioning and over 
environmental events” (p. 10).  
 
According to Brannon and Feist (2007) self-efficacy is a situation-specific rather than 
a global concept; that is, it refers to people’s confidence that they can perform 
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necessary behavior to produce desired outcomes in any particular situation. Bandura 
assumes that the connection of self-efficacy and outcome expectations having a 
significant role in predicting behavior. Self-efficacy model illustrated that, people’s 
beliefs regarding their ability to initiate difficult behaviors e.g., an exercise programs 
predict their completion of those behaviors. Bandura (1986) stated that self-efficacy 
can be acquired, enhanced, or decreased in one of four methods: (I) enactive mastery 
experiences; (II) vicarious or observational experiences; (III) verbal persuasion and 
social evaluation; and (IV) physiological arousal and affective states.  
 
Shiffman et al. (2000) conducted a study on self-efficacy and smoking relapse and 
found that, after an initial relapse, smokers with high self-efficacy having to remain 
abstinent, while those smokers with declining self-efficacy were likely to relapse. 
Self-efficacy was emerged as a strong predictor of completing versus dropping out of 
an exercise rehabilitation program (Guillot, Kilpatrick, Hebert, & Hollander, 2004). 
One team of investigators (Senecal, Nouwen, & White, 2000) investigated the dietary 
self-care of adults diagnosed with either Type 1 or Type 2 diabetes and reported that 
increases in self-efficacy associated with adherence to recommended diet. In addition, 
Ironson et al. (2005) conducted a study with a group of women with AIDS and found 
that increases in self-efficacy over time related to physical signs of decreased disease 
severity. Consequently, self-efficacy look likes as a good predictor of good adherence 
and good physical outcomes. 
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Brannon and Feist (2007) believed that the self-efficacy theory can be applied to 
predict adherence to a different types of health related behaviors, for example, 
deterioration in a smoking cessation program, maintenance of an exercise regimen, 
adherence to a diabetic diet, and compliance with AIDS medications.  
Concept and Definitions of Self-Efficacy 
Bandura has made the major contribution in the development of self-efficacy concept 
in different areas of human behavior. According to Bandura’s (1977a) social learning 
theory, the self-efficacy concept refers to the degree to which people assume that they 
have the ability to perform an intended action. In addition, the more individuals 
believe they can perform the behavior, the more possible they will be to employ in the 
particular behavior. He believed that particular adequate motivation to employ in a 
behavior, it is a human’s self-efficacy beliefs that decide the choice of behavior that 
the individual will initiate, the amount of effort that will be expended, and what extent 
the individual will persist in the face of obstructions and aversive conditions. He then 
explained self-efficacy as the individual’s confidence in their ability to carry out a 
specific behavior in a specific situation. Bandura (1977b) has been also made the 
distinction between self-efficacy expectancies and outcome expectations. He defined 
self-efficacy expectancies as “the conviction that one can successfully execute the 
behavior required to produce the outcomes” (p. 79) and outcome expectations as “a 
persons’ estimate that a given behavior will lead to certain outcomes” (p. 79). 
At one point, Bandura (1986) highlighted the concept of self-efficacy more broadly 
and it defined as “people’s judgments of their capabilities to organize and execute 
courses of action required to attain designated types of performances” (p. 91). On the 
other hand, Wood and Bandura (1989a) described self-efficacy beliefs like one’s 
capabilities to mobilize the motivation, cognitive resources and courses of action 
needed to meet given situational demands. Literature survey of the self-efficacy with 
respect to the health behaviors usually indicated that self-efficacy predicts a large 
amount of health behaviors (Holden, 1991; O’Leary, 1992; Schwarzer, 1994).  
Schwarzer (1994) found that self-efficacy emerged as predictor of certain human 
behavior like; physical exercise behavior, smoking behavior, weight control, and 
sexual risk behaviors. 
Chapter -1 
15 
 
Bandura (1997) viewed the concept of self-efficacy in terms of an individual’s 
perception of competence and capability in completing certain tasks. In that case, he 
described perceived self-efficacy as “beliefs in one’s capabilities to organize and 
execute the courses of action required to produce given attainments” (p. 3). Thus, 
Bandura (1997) highlighted that the construct of self-efficacy includes not only the 
completion of behaviors and behavioral accomplishments, however, also the 
perceived strength of people’s capability to regulate motivation, thought processes, 
affective states, and the social and physical environment (Maibach & Murphy, 1995). 
People with a higher sense of perceived self-efficacy tend to have lower stress in 
threatening or challenging conditions, and they experienced these conditions as lower 
stressful due to their belief in their capability to cope (Bandura, 1997).  
DeVellis and DeVellis (2001) suggested that people who have low self-efficacy, they 
may never try a new approach to the problem, even though it would succeed if 
attempted. On the other hand, people with high self-efficacy but fever skills may have 
a resilient belief in their ability to achieve their goal. This may motivate them to 
persist in trying various alternative solutions until they eventually stumble onto one 
that works. 
Van der Bijl and Shortridge-Baggett (2002) highlighted self-efficacy as one’s belief in 
the possibility of goal completion and can be motivating in it. Further they stated that 
individuals who have high self-efficacy are more likely to engage in achieving their 
goal while those who have low self-efficacy less likely to do. 
Ormrod (2006) considered self-efficacy in the light of personal efficacy, is the extent 
or strength of one's belief in one's own ability to complete tasks and achieve the goals. 
Lunenburg (2011) explained self-efficacy in the workplace as it influences the tasks 
employees choose to learn and the goals that they set for themselves. It also 
influences employees’ level of effort and persistence in learning difficult tasks. 
Lunenburg considered three key managerial and organizational implications of self-
efficacy in the workplace such as: selection and promotion decisions, training and 
development, and goal setting and performance. 
According to Janjhua, Chaudhary, and Chauhan (2014) self-efficacy beliefs offer the 
foundation for human motivation, well-being, personal accomplishments, and affect 
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the body’s physiological responses to stress. In addition, stronger the self- efficacy 
belief, the bolder the people in handling the stressful situations associated with their 
roles. 
Meera and Jumana (2016) suggested that self -efficacy is multidimensional construct 
i.e., domain specific or context dependent. This means that high sense of efficacy in a 
particular domain may not necessarily to occur in similar level of another domain. 
Even with in the same domain, there may be different levels of self-efficacy beliefs 
occurring in different contexts. 
Sources of Self-efficacy 
Beliefs about personal-efficacy are learned from five major sources: enactive mastery 
or learning through personal experience; vicarious experience; which includes 
learning through the observation of events/or other people; verbal persuasion; 
physiological state; and affective state (DeVellis & DeVellis, 2001). 
1. Enactive mastery: Bandura (1997) suggested that enactive mastery experiences 
are the most effective source of efficacy information because they provide the most 
authentic evidence that people can do what it takes to succeed. In addition, Bandura 
noted, successive mastery over tasks required to engage in a behavior helps people 
develop and refine skills. Furthermore, it fosters development of a selection of coping 
mechanisms to deal with problems encountered. In contrast, there is no one-to-one 
correspondence between performance and perceived self-efficacy (Bandura, 1997). 
Both successful and unsuccessful experiences are cognitively processed and the way 
each experience is attended to, weighted, and interpreted will influence its impact on 
self-efficacy. Thus the extent that personal experience will alter people’s perceived 
efficacy “depends on their preconceptions of their capabilities, the perceived 
difficulty of the tasks, the amount of effort they expend, the amount of external aid 
they receive, the circumstances under which they perform, the temporal pattern of 
their successes and failures, and the way these enactive experiences are cognitively 
organized and reconstructed in memory” (Bandura, 1997, p. 81). In short, people with 
low self-efficacy in a specific domain may discount their successes as flukes, while 
people with high preexisting self-efficacy may discount their failures as flukes. It is 
clear that if all other things being equal, however, direct mastery experiences are the 
most potent source of efficacy information (DeVellis & DeVellis, 2001). 
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2. Vicarious or observational experience: DeVellis and DeVellis (2001) posited that 
“people do not have to learn everything direct experience but can learn from 
observing events and/or the behaviors of others in conjunction with the consequences 
that follow those events or behaviors” (p. 241). These observing events/people are 
called to as Model. Bandura (1997) considered vicarious experience and modeling as 
the second most powerful source of self-efficacy information and, under some 
circumstances, vicarious experience and modeling can exceed the influence of 
enactive experiences. 
There are four processes that influence the effect of observational learning: attention, 
retention, behavioral production, and motivational processes. First, an observer needs 
to attend to the model and Bandura quoted a number of factors related to attributes of 
the observer (e.g., perceptual set, cognitive capabilities and preconceptions, arousal 
level, acquired preferences) and attributes of the event (e.g., salience, affective 
valence, complexity, prevalence, accessibility, functional value) that can influence 
what, if anything, receives attention. Next the person must retain the information that 
has been observed. This involves an active process of transforming information from 
discrete ideas into organized, symbolic form, such as general principles that can 
govern action in multiple situations.  Behavioral production involves the translation 
into behavior of the principles that arose from attention and retention processes. The 
observer’s physical capabilities and the number and complexity of sub skills required 
to execute the behavior affect whether, and how well, individuals perform the 
modeled behavior. In addition, observers go through a self-regulation process 
whereby they monitor their skill at doing the behavior in light of their conception of 
how, and how well, the behavior should be done and then attempt to modify their 
behavior so that it better matches their conception of how it should be done. Finally, 
motivational processes influence the effect of modeling on the observer’s self-
efficacy. For example, people who are highly motivated to achieve a very high 
standard of performance may suffer a loss of self-efficacy if the performance of a 
model they view as comparable to them in ability falls short of this standard (DeVellis 
& DeVellis, 2001).  
3. Verbal persuasion and social evaluation: Verbal persuasion is the third source of 
efficacy information. If all other factors are equal, then verbal persuasion alone is a 
less powerful source of efficacy information than either enactive or vicarious 
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experience. The right kind of verbal feedback from a credible source can significantly 
facilitate self-change efforts, however. Thus positive feedback that is within realistic 
bounds, focus on achieved progress, highlights personal capabilities, and is delivered 
by a credible person can lead a person to try harder and persist longer. If a person is 
given the wrong kind of feedback, however, the results can be devastating. For 
example, feedback framed as a gain (e.g., you have progressed toward your goal by 
75%) can enhance self-efficacy, whereas the same feedback framed as a deficit (e.g., 
you are short of your goal by 25%) can cause self-efficacy to fall. Similarly, feedback 
that is overinflated will be discounted when individuals try out the new behavior and 
fall short of their goal (DeVellis & DeVellis, 2001). Bandura (1997) illustrated that it 
is easier to undermine people’s efficacy through constructive feedback. Additionally, 
he noted, that much of the feedback given in society is deficit oriented and destructive 
to a sense of efficacy. Finally, it is clear that verbal persuasion works best in tandem 
with the other forms of efficacy enhancement (i.e., enactive experience, vicarious 
experience, and physiological and affective states). 
4. Physiological state: People’s physiological state can influence self-efficacy. 
Bandura noted that people are more apt to expect failure if they are highly 
physiologically aroused. This expectation occurs as a result of previous associations 
of physical arousal with impaired performance. People who experience sweaty palms 
and trembling knees as they are about to give a talk often find that their efficacy for 
public speaking plummets and their performance then may, in fact, be impaired. The 
presence of such arousal, however, does not automatically result in impaired 
performance. People who view their arousal not as a sign of incompetence at public 
speaking but as a sign of positive energy and heightened arousal facilitates rather than 
impairs self-efficacy and may also result in a more dynamic presentation. Likewise, a 
sedentary person just starting an exercise program can interpret transient fatigue and 
mild aches as a sign of physical vulnerability and stop or they may see it as diagnostic 
of a neuromuscular system that is coming alive (DeVellis & DeVellis, 2001). 
5. Affective state: People’s mood can affect their sense of self-efficacy. Positive 
mood states contribute to a heightened sense of self-efficacy while negative mood 
states contribute to a poorer sense of self-efficacy. When in negative moods people 
are more apt to recall and focus on past failures and shortcomings, whereas people 
experiencing a positive mood are more apt to recall and focus on past success 
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experiences. This mood relevant recall and focus has been shown to occur when a 
person is experiencing a naturally occurring mood state or is experiencing a mood that 
has been induced by an investigator in a research setting (DeVellis & DeVellis, 2001). 
Teacher’s Self-efficacy 
Woolfolk, Rosoff, and Hoy (1990) believed that teacher self-efficacy is a central issue 
and an effective variable in educational research. Tschannen-Moran, Hoy, and Hoy 
(1998) considered the teacher-efficacy as the teacher’s belief in their capability to 
organize and execute courses of behavior required to successfully accomplish a 
specific teaching task in a particular setting. 
Skaalvik and Skaalvik (2007) suggested that teachers’ sense of self-efficacy have a 
major role in outcome of vital academic results. It is associated with greater degree of 
student’s achievement and motivation, and has been observed its’ effect on teachers’ 
instructional practices, use of innovative teaching methods, enthusiasm, commitment, 
and teaching behavior. According to Gavora (2010) it exists in many domains of 
human functioning, including both professional and private behaviour. Particularly in 
an educational context, Gavora refers teacher self-efficacy as teacher’s personal (i.e., 
self-perceived) belief in ability to plan instruction and accomplish instructional 
objectives. It is in effect the conviction the teacher has about his/her ability to teach 
their pupils efficiently and effectively. 
It has been observed that teachers with a high strength of sense of efficacy have 
reported higher level of commitment to their job (Coladarci, 1992), and constantly 
witnessed lower degree of burnout (Brouwers & Tomic, 2000; Friedman, 2003; 
Schwarzer & Hallum, 2008). The literature surveys on teachers’ efficacy beliefs are 
showing its’ persistent impact on diverse dimensions of teachers’ performance. 
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Rastegar and Moradi (2016) reviewed numerous literatures and found that self-efficacy 
varies across task to task as well as context to context. For example, teacher may trust 
their skills in teaching the material effectively, but they may doesn’t have efficacy 
when it comes to dealing with disruptive behavior in the class. Further, they reported 
that teacher self-efficacy has close relationship with students achievement, students 
motivation, students own sense of efficacy, and teachers classroom management 
strategies. 
How Self-Efficacy Differs From Other Constructs and Concepts 
Strecher, DeVellis, Becker, and Rosenstock (1986) explained that there are numerous 
constructs that have been mistakenly equated with self-efficacy. This has made to 
confusion at both the conceptual as well as operational levels. This confusion take 
place, in some way, because the personality traits, states, and processes that these 
constructs indicate can both influence and be influenced by self-efficacy. This does 
not stand for, however, that any of these constructs are equivalent to self-efficacy. 
Bandura (1997) suggested personal efficacy beliefs as the most powerful aspect in 
human agency. He briefly explained numerous other person characteristics, e.g., locus 
of control, self-esteem, and self-confidence, along the dual goals of indicating how 
they differ from the concept of self-efficacy and demonstrating that they are not as 
powerful as self-efficacy in explaining, predicting, or intervening on human behavior. 
A large number of the studies that have examined self-efficacy and the increasing 
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number of an intervention that indicates self-efficacy as a cornerstone and testify to its 
importance. Other evidence of the power of the self-efficacy construct has been its 
addition to major models of behavior that had existed for a relatively long time 
without self-efficacy in them such as Social Action Theory (Ewart, 1991), The Health 
Belief Model (Strecher & Rosenstock, 1977), Theory of Reasoned Action (Montano, 
Kasprzyk, & Taplin, 1997) and the Cognitive-Social Health Information Processing 
(C-SHIP) Model (Miller & Diefenbach, 1998). 
Health locus of control: According to Maibach and Murphy (1995) health locus of 
control refers to a generalized expectation about where control for a person’s health 
resides. Thus, health locus of control concerns the extent to which people think their 
health is controlled by their own behaviors and efforts, by the actions of others (e.g., 
physicians and nurses), or by fate or chance. In this scheme, health is an outcome and 
locus of control is concerned with the perceived relation between actions and 
outcomes. In contrast, DeVellis and DeVellis (2001) believed “self-efficacy is 
concerned with the extent to which people feel capable of undertaking the specific 
behavior(s) that may or may not lead to a desired outcome” (p. 239). For example, 
individuals may firmly consider their health status (outcome) is affected by what they 
eat (behavior) and thus that if they ate less fat they would live a longer period with 
healthier life. They might, however, also feel unable of restricting their consumption 
of fatty foods. Thus, people can view their own health as determined by their own 
actions (inter locus of control) but feel incapable to perform the behavior(s) that will 
lead to better health. The person caught in this dilemma has an internal locus of 
control but low self-efficacy when it comes to restricting fat consumption (DeVellis & 
DeVellis, 2001). 
Self-esteem: Blascovich and Tomaka (1991) described self-esteem as “the overall 
affective evaluation of one’s own worth, value, or importance” (p. 115). Additionally, 
they suggested self-esteem as part of the broader construct of self-concept, and later 
on, included cognitive and behavioral as well as emotional facets of people’s self-
representation. Further, they also highlighted that self-esteem, especially when 
assessed globally, has been quite stable across time and contexts. Though, both self-
esteem and self-efficacy concern an assessment of some facet of oneself. Self-esteem 
is concern more evaluative and affective whereas self-efficacy has strong cognitive 
components. It is basically how people think about themselves in a global sense. This 
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global senses the additional major difference between self-esteem and self-efficacy. 
Although the second one is specific to time and context, self-esteem is trait like (i.e. 
relatively invariant). In spite of these important differences, the two are not 
completely independent. Perceiving oneself as efficacious in a variety of contexts is 
likely, over time, to employ a positive influence on self-esteem. Similarly, high self-
esteem seems more likely than it’s opposite to engender a strong sense of self-efficacy 
in a novel situation. It seems unlikely, however, that either of these two variables will 
be determined primarily by the other in most circumstances. Thus, although it is 
possible to describe mechanisms that link the two, their differences are clear and the 
terms are by no means interchangeable. Bandura posited the difference between the 
two constructs by pointing out that high self-efficacy for some tasks (e.g., being able 
to brush one’s teeth well) will do little to enhance self-esteem and that low self-
efficacy for others (e.g., not being able to ride a unicycle) will not compromise how 
individuals evaluate themselves globally (DeVellis & DeVellis, 2001). 
Self-confidence: Maibach and Murphy (1995) viewed self-confidence as “an overall 
evaluation of ability rather than an evaluation of capability with regard to certain 
tasks” (p. 40). Bandura (1997) stated, although confidence refers to strength of a 
belief, it does not necessarily specify the cause of the certainty. For example, 
individuals can be highly confident that they will alive to age 90 based on the 
knowledge that all of their grandparents breathed to this age. Accordingly, their 
confidence may have nothing to do with their beliefs about their behavioral 
capabilities. On the other hand, individuals’ perceived self-efficacy refers to the belief 
in their power to accomplish given levels of performance. Thus self-efficacy 
assessment contains both the affirmation of capability and the strength of that belief. 
It is clear that self-confidence is an informal expression used in everyday language. 
Bandura concerned readers to keep the term self-confidence in everyday language but 
to not equate it with self-efficacy, which is more precisely defined. Some of the 
confusion about the relation of self-confidence to self-efficacy probably arises from 
the fact that one way of measuring self-efficacy is to ask people to rate how confident 
they feel in their ability to do a specified activity. Though communicating self-
efficacy in terms of confidence may be a useful means for investigators to explain 
with respondents who are not theoreticians, it should not, Bandura declared, be treated 
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as a synonym for self-efficacy in formal discussions of the concept (DeVellis & 
DeVellis, 2001). 
Generalized self-efficacy: Maibach and Murphy (1995) define generalized self-
efficacy as “sense of efficacy that operates across all situations and domain of 
functioning” (p. 40). They highlighted that conceptualizing self-efficacy in this way is 
antithetical to the way Bandura defined self-efficacy because in social cognitive 
theory, self-efficacy must be tied to specific domains of functioning and specific 
contexts. Maibach and Murphy believed that this misguided notion of generalized 
self-efficacy developed out of a misinterpretation of how the term generality is used 
in discussions of the three measurement dimensions of self-efficacy i.e., level, 
strength, and generality. For example, people whose efficacy beliefs are high in 
generality may feel efficacious with respect to performing a behavior, such as 
avoiding fat foods, in a variety of different sittings. This is not the same, however, as 
feeling efficacious across multiple domains of behavior, such as dietary regulation, 
exercise, and avoidance of stress (DeVellis & DeVellis, 2001). 
1.5 Job Satisfaction 
“Pleasure in the job puts perfection in the work” - Aristotle 
The concept of job satisfaction has a very rich history and forwarded from the field of 
organizational behavior and industrial psychology. It is the most extensively 
researched job attitude, as well as one of the most broadly investigated issue in 
Industrial/ Organizational Psychology (Judge & Church, 2000). Numerous work 
motivation theories have showed the significant effect of job satisfaction in the field 
of workplace psychology. Additionally, a lot of work satisfaction theories have 
undertaken to understand the meaning of job satisfaction and its impact, for 
example: Maslow’s (1943) hierarchy of needs theory, Vroom’s (1964) VIE model,  
Adam’s (1965) equity theory, Herzberg’s (1966) two-factor (motivator-hygiene) 
theory, Porter and Lawler’s (1968) modified version of Vroom’s VIE model, Locke’s 
(1969) discrepancy theory, Alderfer’s (1972) ERG model, Hackman and Oldham’s 
(1976) job characteristics model, Locke’s (1976) range of affect theory, Bandura’s 
(1977b) social learning theory, and Landy’s (1978) opponent process theory. 
Chapter -1 
24 
 
Historically, the concept of job satisfaction was for the first time introduced by 
Hoppock in 1935. He reviewed many literature related with job satisfaction and 
suggested that job satisfaction is a combination of psychological, physiological and 
environmental circumstances that causes a person truthfully to say, I am satisfied with 
my job. Hoppock acknowledged six major determinants regarding the employees’ job 
satisfaction which are as (i) the way the individuals react to unpleasant situation, (ii) 
the facility with which the employee adjusts himself with other persons, (iii) has 
relative status in social and economic group with which he identifies himself, (iv) the 
nature of work in relation to his abilities, interest and preparation, (v) security and, (vi) 
loyalty.  
The most extensively accepted definition of job satisfaction was given by Locke 
(1975), who viewed job satisfaction as a pleasurable or positive emotional state 
resulting from the appraisal of one’s job or job experiences. According to Porter, 
Lawler, and Hackman (1975) job satisfaction is a feeling about a job that is determined 
by the difference between all those things a person feels he should receive from his job 
and all those things he actually does received. Graham (1982) described job 
satisfaction is the measurement of one’s total feelings and attitudes towards one’s job. 
According to Blum and Naylor (1984) job satisfaction is the result of various attitudes 
possessed by an employee. Robbins (1998) stated that job satisfaction is associated 
with the gap between the amount of rewards that employees receive and the amount 
they believe they should receive. Werther and Davis (1999) states that job satisfaction 
is the degree of “favorableness or unfavorableness with which workers view their job” 
(p. 501).  
Chopra and Khan (2010) suggested that job satisfaction is a complex and multi-
construct concept, which can mean different things to different employees. Further 
they highlighted that the connection between job satisfaction and performance may 
prove to be a spurious relationship; while both satisfaction and performance are the 
result of personality. 
Olorusola (2012) defined job satisfaction as a bi-dimensional concept comprising with 
intrinsic as well as extrinsic satisfaction dimensions. She further stated that intrinsic 
sources of satisfaction depend on personal characteristics of the employees; such as 
ability to use initiative, relations with supervisors and the work that the employee 
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actually performs. All these are symbolic or qualitative facts of the job. In addition, 
extrinsic sources of satisfaction are situational and depend on environmental factors 
such as pay, promotion and job security. These are financial and other materials. 
Ashraf, Ahmad, Shaikh, Bhatti, and Soomro (2013) considered job satisfaction as a 
“psychological, behavioral and occupational response by employees’ towards 
fulfillment at their job. Indeed, it is an exhibition and expression of an employee 
pertaining to a particular segment of the work (for instance; reward, authority, peers) 
which can be associated with particular outcomes” (p. 362). 
According to Ghosh (2015) job satisfaction is the constitution of two words i.e., ‘job’ 
and ‘satisfaction’. Job refers to occupational activity performed by an employee in 
return for is organization. However, satisfaction refers to inner containment or 
happiness for the employee involved in any job. It shows the relationship between 
what one expects and what one achieves. Not at all task can effectively be 
accomplished unless a person derives enough of satisfaction out of it, because the 
work plays an important role in the life of a man. Rastegar and Moradi (2016) 
believed job satisfaction as a multidimensional and dynamic construct and it is 
affected by several factors such as individual characteristics of the profession, features 
of the working conditions, and specific job related aspects. 
Theories of Job Satisfaction 
The several theories have been developed in the study of job satisfaction. The well-
known theories are Maslow’s hierarchy of needs theory, Herzberg’s two factor theory, 
Alderfer’s ERG theory and Vroom’s expectancy theory. The brief explanations of 
these theories are presented below. 
Maslow’s hierarchy of needs theory: Maslow (1943) believed that a human’s 
motivational needs could be categorized in a hierarchical order in general. He 
classified human needs into a hierarchy of five basic categories namely physiological, 
security, social, esteem, and self-actualization need. Though, its central tenants are 
pertinent to the organization as well as have been applied to understand the construct 
of job satisfaction. Inside the work-setting, monetary reward and physical working 
conditions are some of the benefits which facilitate to the worker to reach their 
fundamental physiological needs. Next are safety needs refers to employees’ job 
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security, appropriate organizational structures and strategies. It also includes the 
absence of pain, threat, or illness of employees. Belongingness refers to the need for 
love, affection, and interaction with co-workers and sub-ordinates to feel they are a 
part of their organization as well. Employees’ esteem needs consist of self-esteem 
through their personnel accomplishment as well as social esteem through appreciation 
and respect from co-workers and organization. At the top of hierarchy is “self-
actualization”, stands for the need for self-fulfillment- a sense that employees’ 
potential has been realized. Therefore, it could be concluded that the development 
from one needs to the next all contribute to the progression of self-actualization need. 
 
 
Maslow states that people are motivated at the same time by numerous needs, but the 
most powerful source is the lowest unsatisfied need at the time. For example, as an 
employee satisfies a lower- level need, then after next higher need in the hierarchy 
becomes the motivator and remains so even if never satisfied. Physiological needs are 
primarily the most powerful, and employees are motivated to satisfy them first. As 
they become gratified, safety need appear as the most important motivator. As safety 
needs are satisfied, belongingness needs become most powerful, and so forth. The 
exception to this need fulfillment process is self-actualization; as employees having 
self-actualization, they desire more rather than less of this need in general. 
Consequently, while the bottom four needs are deficiency needs because they become 
stimulated when unfulfilled, self-actualization is refer to as growth need because it 
continues to emerge even when fulfilled. 
Herzberg’s two factor theory: Herzberg (1966) proposed the two-factor work 
motivation theory known as the “Motivation-Hygiene Model”. Herzberg stated that 
the factors influencing job satisfaction were different from that influencing job 
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dissatisfaction. In addition, he suggested that job satisfiers are linked with job content; 
on the other hand, job dissatisfiers are related with job context. He called the satisfiers 
as motivators and the dissatisfiers as hygiene factors and illustrated in Table 1.1. The 
word “hygiene” refers to factors that are preventive in nature. Additionally, in 
Herzberg’s two factor theory the hygiene factors are those that prevent dissatisfaction 
of employees. Herzberg highlighted that the opposite of satisfaction is not 
dissatisfaction, but relatively, it is not satisfaction. He pointed out that the factors 
influencing satisfaction are different from those influencing dissatisfaction, the two 
thoughts cannot basically be treated as opposites of each other in general. As a result, 
hygiene factors are environment-centric, for example, they are concerned with 
avoiding unpleasantness at workplace. If these factors are experienced improper by 
the employees, then this can be consequence of dissatisfaction with job. 
Table 1.1     
Motivation and Hygiene Factors 
MOTIVATORS   HYGIENE FACTORS 
The Job Itself   Environment 
Achievement   Policies and administration 
Recognition for accomplishment   Supervision 
Challenging work   Working conditions 
Increased responsibility   Interpersonal relations 
Growth and development   Money, status, security 
 
Alderfer’s ERG theory: Alderfer (1972) has given an extension of the Maslow’s 
need hierarchy and Herzberg’s two-factor model of work motivation. Like the 
preceding models, Alderfer assumes that there is a value in categorizing needs and 
that there is a basic difference between lower-order needs and higher-order needs. On 
the basis of empirical findings, he has reported that there seems to be some 
overlapping between physiological, safety and belongingness needs. In addition, clear 
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lines of discrimination between belongingness, esteem, and achievement are not 
exists. He has categorized the various needs into three categories such as; existence 
needs, relatedness needs, and growth needs, thus, this model is known as ERG theory. 
Existence needs refers to all needs related to physiological and safety needs of a 
person. Growth needs refers to all those aspects that involve association with other 
people. Additionally, it covers Maslow’s belongingness needs and that part of esteem 
needs which is resulting from the affiliation with other people. Growth needs refers to 
the individual making creative efforts to accomplish full potential in existing 
situation. Hence, it indicates Maslow’s self-actualization need and like that part of the 
esteem need. 
According to Alderfer’s ERG model, numerous types of needs run all together. If the 
employee’s particular path to satisfaction is blocked, he may persevere along that path 
but at the same time. In addition, he regresses towards more easily satisfiable needs. 
In this fashion, Alderfer makes distinction between chronic needs which persist over a 
period of time, such as; most of the lower order needs, and the episode needs which 
are situational and can be change according to the situation. From this point of view, 
ERG theory gives us categorization of needs, their association, and the progression 
and regression of their satisfaction (Prasad, 2012) 
 
 
Vroom’s expectancy theory: Vroom (1964) developed expectancy theory that 
emphasized the cognitive aspect of people. Vroom pointed out that people are 
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motivated at workplace if they observe a connection between effort and reward. His 
theory is constructing around the concepts of value, expectancy, and force. According 
to Vroom, force is basically equivalent to motivation and it can be shown as the 
algebraic sum of products of valences multiplied by expectations. 
Motivation (force) = ∑ Valence × Expectancy 
Vroom‘s expectancy model has comprised with three elements viz., valence, 
instrumentality, and expectancy; therefore, this model is called as VIE theory. The 
descriptions of these variables are explained below: 
Valence: According to Vroom, valence refers to the strength of an individual’s 
preference to a particular outcome. Other terms that might be used in different work 
motivation theories include value, incentive, attitude, and expected utility. In order for 
the valence to be positive, the person must prefer attaining the outcome to not 
attaining it. In addition, a valence of zero occurs if the individual is indifferent toward 
the outcome; on the other hand, the valence is negative if the individual prefers not 
attaining the outcome to attaining it. 
Instrumentality: Another major input into the valence is the instrumentality of the 
first-level outcome in obtaining a desired second-level outcome. For instance, the 
person would be motivated toward superior performance because of the desire to be 
promoted. The superior performance such as; first-level outcome is seen as being 
instrumental in obtaining a promotion such as; second-level outcome. 
Expectancy: Expectancy differs from instrumentality in that it relates efforts to first-
level outcomes while instrumentality relates first as well as second level outcomes to 
each other. Therefore, expectancy is the probability that a certain behavior will lead to 
a certain first-level outcome. The strength of motivation to perform a particular 
behavior will depend on the sum of the products of the values for the outcomes times 
the expectancies.  
One of the important features of this theory is that it recognizes individual difference 
in work motivation and suggests that motivation is a complex process as compared to 
Maslow’s or Herzberg’s simplistic models. It also clarifies the relationship between 
individual and organizational goals. Instead of assuming that satisfaction of a specific 
need is likely to influence organizational objectives in certain way, we can find out 
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how important to the employees are the various second-level outcomes (worker 
goals), the instrumentality of various first-level outcomes (organizational objectives) 
for their attainment and the expectancies that are held with respect to the employees’ 
ability to influence the first-level outcomes. Thus, Vroom’s theory is consistent with 
the idea that a managers’ job is to design an environment for performance, necessarily 
taking into account the differences in various situations. Furthermore, this theory is 
also quite consistent with management by objectives. However, Vroom’s theory is 
difficult to research and apply in practice. This is evident by the fact that there have 
been only a few research studies designed specially to test the Vroom theory. In fact, 
Vroom himself depended largely upon researches conducted prior to the formulation 
of his theory. Nevertheless, from a theoretical standpoint, the Vroom model seems to 
be a step in the right direction but does not give the manager practical help in solving 
his motivational problem (Prasad, 2012). 
Variables of Job Satisfaction/Dissatisfaction 
To understand the development of job satisfaction concept, investigators have taken 
three approaches in general, such as: job characteristics, social information processing 
(organizational characteristics), and dispositional (worker characteristics) (Glisson & 
Durick, 1988; Jex, 2002).  
Job characteristics: Regarding the job characteristics approach, research 
investigation has showed that the nature of an employees’ job or the characteristics of 
the organization that the employee works for primarily determines their job 
satisfaction (Jex, 2002). Hackman and Oldham (1980) highlighted that a job 
characteristic is a feature of a job that produces ideal circumstances for high levels of 
motivation, satisfaction, and performance. Additionally, they identified five central 
job characteristics that all jobs should include viz., skill variety, task identity, task 
significance, autonomy, and feedback. They also described four personal and work 
outcomes, such as: internal work motivation, growth satisfaction, general satisfaction, 
and work effectiveness. Furthermore, Locke (1976) believed that job characteristic 
process becomes more multifarious since the importance of work aspects differs for 
each employee.  
Social information processing (organizational characteristics): Jex (2002) gives 
explanation of employees’ organizational characteristics on account of Festinger’s 
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(1954) Social Comparison Theory. Jex (2002) enlightens that throughout social 
information processing, employees observe to colleagues to develop sense of and 
build up attitudes in relation to their job setting. Additionally, if employees observe 
that their colleagues are positive and satisfied with the job in that case they will most 
possible be satisfied. In contrast, if their colleagues are negative and dissatisfied with 
the job in that case they will most possible become dissatisfied. The laboratory 
investigations have indicated that social information has a significant effect on 
employees’ job satisfaction and characteristic perceptions, while organizational tests 
have been found less effective (Jex & Spector, 1989). 
Dispositional (worker characteristics): According to Jex (2002) dispositional 
characteristics is the most recent technique of clearing up job satisfaction and mentions 
that some employees are tending to be satisfied or dissatisfied with their work no issue 
the nature of the work or the organizational setting. In addition, some employees are 
hereditarily positive in disposition while others are inherently negative in disposition 
with respect to their job. 
A lot of researches have been carried out in terms of dispositional basis of job 
satisfaction, and have offered strong support that job satisfaction, somewhat, is based 
on disposition characteristics (Judge & Larsen, 2001). Therefore, this method takes for 
granted that worker’s attitude about his or her job initiates from an inner (mental) 
experience. Positive affect refers to predisposition favorable to positive emotional 
state, while negative affect refers to predisposition to occurrence a wide array of 
negative emotional states (Watson, Clark, & Carey, 1988). Positive affective people 
experience enthusiastic, active, alert, and optimistic (Watson, Clark, & Tellegen, 
1988).  In contrast, they reported that negative affective people suffer from anger, 
contempt, disgust, guilt, fear, and nervousness. 
Consequences of Job Satisfaction 
Job satisfaction is very important phenomenon because an employees' attitude and 
beliefs can be influenced his or her behavior. The overview of job satisfaction 
indicates that it has been connected to several variables like employee performance, 
absenteeism, and turnover. 
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Employee performance: The association between job satisfaction and performance 
has a long and controversial history. Investigators were first made aware of the 
association between satisfaction and performance through the 1924 to 1933 in 
Hawthorne studies (Naidu, 1996).  Iaffaldano and Muchinsky (1985) have found a 
weak relationship, approximately 0.17, between job satisfaction and performance. 
Furthermore, investigation made by Organ (1988) reported a weak correlation between 
job performance and satisfaction.  Saari and Judge (2004) suggested that the 
association between job satisfaction and job performance is more for complicated jobs 
as compared to less complicated jobs. 
Employee absenteeism: A lot of attempts have been made to examine the association 
between employees’ job satisfaction and absenteeism. Johns (1996) found the 
influence of job satisfaction will be sound evident from the occurrence of absences 
rather than from the total number of days absent. Still, it makes clear that dissatisfied 
employees are highly expected to absent from their job. Many investigations have 
confirmed that absenteeism is a multifaceted factor and is influenced by multiple 
variables (Robbins, 1998; Robbins, Odendaal & Roodt, 2003; Spector, 1997). 
Employee turnover: Carsten and Spector (1987) conducted a meta-analysis of forty 
two studies and reported the 0.24 correlation between employees’ job satisfaction and 
turnover at the work setting. The main factor affecting the turnover would be an 
economic recession, wherein unsatisfied employees may not have other job 
opportunities. On the other side, a satisfied employee may be forced to leave his or 
her job for personal causes, for example, illness or relocation. Furthermore, if an 
employee having low job satisfaction then they will be more likely to be looking for 
another job; while, if they having high job satisfaction then they will be less likely to 
be looking for another job. 
1.6 Organizational Commitment 
“Loyalty is by no means dead. It remains one of the great engines of business 
success” -  
Reichheld 
Early investigation on concept of organizational commitment (OC) explained as 
psychological attachment with the organization, characterized by an intention to 
Chapter -1 
33 
 
remain in it; identification with the values and goals of their respective organization 
and a willingness to exert extra effort on its behalf. Individuals consider the extent to 
which their own values and goals relate to that of the organization as part of 
organizational commitment. Therefore, it is considered to the linkage between the 
individual employee and the organization (Porter, Steers, Mowday, & Boulian, 1974). 
Mowday, Steers, and Porter (1979) described organizational commitment as the 
relative strength of an individual's identification with and involvement in a particular 
organization. It represents something beyond mere passive loyalty to the organization. 
It involves an active relationship with the organization such that individuals are 
willing to give something of themselves in order to contribute to strengthen the 
organization's well-being. Further Mowday, Porter, and Steers, (1982) offered a 
definition of organizational commitment which has three components: (a) a strong 
belief in and acceptance of organizational goals and values, (b) a willingness to exert 
considerable effort on behalf of the organization, and (c) a strong desire to maintain 
membership in the organization. They also summarize some of the many definitions 
that have arisen in the literature. They cite examples of organizational commitment 
definitions such as, “the nature of the relationship of the member to the system as a 
whole” (Grusky, 1966, p. 489), “the willingness of social actors to give their energy 
and loyalty to social systems” (Kanter, 1968, p. 499), and “an attitude or an 
orientation toward the organization which links or attaches the identity of the person 
to the organization” (Sheldon, 1971, p. 143). 
In the beginning, Meyer and Allen (1984) proposed two dimensions of organizational 
commitment namely, affective commitment and continuance commitment. They 
defined affective commitment as an employee’s emotional attachment, identification, 
and involvement in the organization, and then continuance commitment defined as the 
extent to which employees feel committed to their organization by virtue of the costs 
associated with leaving the organization. After these dimensions, Allen and Meyer 
(1990) added a third new dimension known as normative commitment. They defined 
normative commitment as the employee’s feelings of obligation to remain with the 
organization. Finally, the concept of organizational commitment was described as a 
tri-dimensional concept, characterized by the affective, continuance and normative 
dimensions (Meyer & Allen, 1991). In summing up all three dimensions, 
organizational commitment defined as a psychological state that characterizes 
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organizational members’ relationship with the organization and implications for the 
decision to continue or discontinue membership in the organization (Meyer & Allen, 
1997). 
O’Reilly and Chatman (1986) developed a measure of commitment related, but not 
identical, to Meyer and Allen’s (1991) model. Like Meyer and Allen, O’Reilly and 
Chatman conceptualized organizational commitment as a psychological attachment. 
However, Meyer and Allen believed attachment to one’s organization was one of 
three components of organizational commitment – measured by the affective 
commitment scale – O’Reilly and Chatman developed a model in which all of the 
components were related to psychological attachment. They described three 
dimensions of organizational commitment: internalization, identification, and 
compliance. Internalization measures the extent to which the employee feels they 
share the same mission and values as the organization. Identification describes the 
employee’s desire to affiliate with their organization without accepting the 
organization’s values as his/her own. Compliance describes an employee, who accepts 
the organization’s values for his/her own personal gain, but does not internalize or 
hold any of those same values. 
O’Reilly (1989) defined organizational commitment as an individual’s psychological 
bond to the organization including a sense of job involvement, loyalty and belief in 
the values of the organization. Morrow (1993) highlighted concept of organizational 
commitment in terms of employee’s attitude and behavior. Miller and Lee (2001) 
explained organizational commitment as an employee’s acceptance of organizational 
goals and their willingness to exert effort on behalf of the organization. They also 
assumed organizational commitment is a state of being, in which organizational 
members are bound by their actions and beliefs that sustain their activities and their 
own involvement in the organization. 
Miller (2003) explained that organizational commitment as a state in which an 
employee identifies with a particular organization and its goals and wishes to maintain 
membership in the organization. Organizational commitment is therefore, the degree 
in which an employee is willing to maintain membership due to interest and 
association with the organization’s goals and values. 
Chapter -1 
35 
 
According to Khan and Mishra (2003a) organizational commitment is a result of job 
satisfaction. The positive indicators of commitment are productivity and health. The 
more satisfied an employee is with his job, the more he will produce and the healthier 
he will be. However, studies have also shown that in some cases, high production 
itself causes high job satisfaction. Commitment-the willingness of social actors to 
give their energy and loyalty to social systems, the attachment of personality systems 
to social relations; which is seen as self-expressive. Commitment is the process 
through which individual interests become attached to the carrying out of socially 
organized patterns of behavior. 
Industries/organizations are downsizing their workforce on war footing. A large 
number of employees are losing their jobs. Remaining employees are working in the 
milieu of uncertainty, as the sword may fall on their livelihood any time. Commitment 
develops naturally, there is reason to believe that people need to be committed to do 
something; the opposite of commitment is alienation, and alienation is unhealthy. 
Twentieth century was the century of competencies over the globe because of 
information technological insurgency, and twenty-first will be the century of 
commitment, due to various regional, environmental, organizational, economical and 
behavioral imbalances in the society (Khan & Mishra, 2003b). 
Cohen (2003) posited that commitment is a force that binds an individual to a course 
of action of relevance to one or more targets. However, Arnold (2005) viewed 
organizational commitment as the relative strength of an individual’s identification 
with and involvement in an organization. 
Maume (2006) suggested that organizational commitment is typically measured by 
items tapping respondents’ willingness to work hard to improve their companies, the 
fit between the firm’s and the worker’s values, reluctance to leave and loyalty toward 
pride taken in working for their employers, provide a better picture of organizational 
commitment in work settings. 
Bali and Vaidya (2012) stated that organizational commitment is a state in which an 
employee identifies with one’s organization and its goals and wishes to maintain and 
remain a member in that organization. In addition, employees are being loyal to 
organization’s values and goals, a sense of belongingness and affiliation to stay in the 
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organization is called organizational commitment (Asmin, Balaghat, Iravani, Khazaei, 
& Mahmoodvand, 2013). 
Model of Organizational Commitment 
Meyer and Allen (1997) develop the tri-dimensional model to conceptualize 
organizational commitment in three different dimensions namely, affective, 
continuance and normative commitments. These dimensions describe the different 
ways of organizational commitment development and the implications for employees’ 
behaviors.
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1. Affective Commitment Dimension: The first dimension of organizational 
commitment in the model is affective commitment, which represents the individual’s 
emotional attachment to the organization. According to Meyer and Allen (1997) 
affective commitment refers to the employee’s emotional attachment, identification, 
and involvement in the organization. Organizational members, who are committed in 
an organization on an affective basis, continue working for the organization because 
they want to (Meyer & Allen, 1991). Members who are committed on an affective 
level stay with the organization because they view their personal employment 
relationship as congruent to the goals and values of the organization (Beck & 
Wilson, 2000). 
Affective commitment is a work related attitude with positive feelings towards the 
organization (Morrow, 1993). Sheldon (1971) also maintains that this type of attitude 
is an orientation towards the organization, which links or attaches the identity of the 
person with the organization. Affective commitment is the relative strength of an 
individual’s identification with and involvement in a particular organization 
(Mowday, Porter, & Steers, 1982). 
The strength of affective organizational commitment is influenced by the extent to 
which the individual’s needs and expectations about the organization are matched by 
their actual experience (Storey, 1995). Tetrick (1995) further described affective 
commitment as value rationality-based organizational commitment, which refers to 
the degree of value congruence between organizational member and organization. 
Affective commitment development involves identification and internalization (Beck 
& Wilson, 2000). Individuals’ affective attachment to their organizations is firstly 
based on identification with the desire to establish a rewarding relationship with the 
organization. Secondly, through internalization, this refers to congruent goals and 
values held by individuals and organization. In general, affective organizational 
commitment is concerned with the extent to which an individual identifies with the 
organization (Allen & Meyer, 1990). 
2. Continuance Commitment Dimension: The second dimension of the tri-
dimensional model of organizational commitment is continuance commitment. Meyer 
and Allen (1997) define continuance commitment as awareness of the costs associated 
with leaving the organization. It is calculative in nature because of the individual’s 
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perception or weighing of costs and risks associated with leaving the current 
organization (Meyer & Allen, 1997). Meyer and Allen (1991) further stated that 
employee whose primary link to the organization is based on continuance 
commitment remain because they need to do so. This indicates the difference between 
continuance and affective commitment. The latter entails that individual’s stay in the 
organization because they want to. 
Continuance commitment can be regarded as an instrumental attachment to the 
organization, where the individual’s association with the organization is based on an 
assessment of economic benefits gained (Beck & Wilson, 2000). However, the 
strength of continuance commitment, which implies the need to stay, is determined by 
the perceived costs of leaving the organization (Meyer & Allen, 1984).  
3. Normative Commitment Dimension: The last dimension of the organizational 
commitment model is known as normative commitment. Meyer and Allen (1997) 
defined normative commitment as a feeling of obligation to continue employment. 
Internalized normative beliefs of duty and obligation make individuals obliged to 
sustain membership in the organization (Allen & Meyer, 1990). Meyer and Allen 
(1991) suggested that employees with normative commitment feel that they ought to 
remain with the organization. On the account of normative commitment, the 
employee stayed because they should do so or it is the proper thing to do. Wiener and 
Vardi (1980) explained normative commitment as the work behavior of individuals, 
guided by a sense of duty, obligation and loyalty towards the organization. In 
addition, Iverson and Buttigieg (1999) viewed that organizational members are 
committed in the organization based on moral reasons. The normative committed 
employee considers it morally right to stay in the organization. 
The strength of normative organizational commitment is influenced by accepted rules 
about reciprocal obligation between the organization and its members (Suliman & 
Iles, 2000). The reciprocal obligation is based on the social exchange theory, which 
suggests that a person receiving a benefit is under a strong normative obligation or 
rule to repay the benefit in some way (McDonald & Makin, 2000). 
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Outcomes of Organizational Commitment 
Steers (1977) developed the model in which it was expected that commitment will 
lead at least four different effectiveness related outcomes. First outcome refers to 
employees who are truly committed with the values and goals of the organization will 
be more likely to exhibit high level of participation in organizational activities and 
lower level of absenteeism. Second outcome considered as highly committed 
employees will show a stronger desire to remain with their organization so as to 
contribute to the attainment of its goals. Third outcome explained as employees’ high 
level of identification and belief in the organizational objectives are more likely that 
such committed individuals will be highly involved in their jobs. Fourth outcome 
viewed as highly committed employees will be willing to expend considerable efforts 
on the behalf of the organization. 
Batenman and Strasser (1984) observed organizational commitment as a significant 
antecedent of job satisfaction. Further, committed employees reported high level of 
job satisfaction. On the other hand, Begley and Czajka (1993) found that highly 
committed employees experienced more stress than the less committed employees. 
They concluded that highly committed employees felt organizational problems more 
personal. Thus they experienced more negative outcomes.  
Highly committed employees usually go on work in time and motivated to put more 
efforts to the organization. However, lower committed employees showed low level 
of motivation. Least motivated employees try to give excuses like illness or 
transportation problem but highly motivated employees cannot think of it to be late or 
absent from work. Employees having high level of job involvement and commitment 
have fewer excuses as compared to those individuals who have low level of 
commitment and involvement (Blau, 1986; Blau & Boal, 1987). 
Most studies, such as that of DeCotiis and Summers (1987), where organizational 
commitment was treated as a predictor variable, were intended to assess the effect of 
organizational commitment on some individually mediated outcome such as voluntary 
turnover, job performance, and motivation. The consequences of organizational 
commitment are often manifested in attitudes and behaviors such as proximity 
seeking, long tenure, expressions of positive affect and loyalty, motivation and 
involvement, performance and obedience to organizational policies, among others. 
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Other outcome variables indicated by researches include the work done by Reichers 
(1985) and Romzek (1989) on tardiness, job satisfaction, turnover, absenteeism, 
attendance, performance, non-work satisfaction, family involvement, age, and career 
satisfaction. 
There has been much research supporting the relationship between organizational 
commitment and turnover (Angel & Perry, 1981; Koch & Steers, 1978; O’Reilly & 
Chatman, 1986; Porter, Crampon, & Smith, 1976; Porter, Steers, Mowday, & 
Boulian, 1974; Steers, 1977). In studies in which this association was found, turnover 
was inversely related to one’s commitment, such that those exhibiting greater 
organizational commitment were less likely to leave their current job. Several studies 
focusing on employee turnover have compared the predictive powers of 
organizational commitment and job satisfaction, the conclusion among many being 
that organizational commitment generally provides a better prediction of turnover rate 
than job satisfaction (Koch & Steers, 1978; Porter, Steers, Mowday, & Boulian, 
1974). 
Benkhoff (1997) found that of all the commonly assumed outcomes of commitment 
only two (no conflict of interest and complying with change) are significantly related 
with all three dimensions of the organizational commitment. In an empirical study, 
Romzek (1989) attempted to verify whether positive or negative individual 
consequences result from employee commitment (specifically their non-work life and 
career progress).She argued contrary to Randall (1987) that a high level of 
psychological attachment to a work organization does not necessarily mean a lack of 
psychological energy to sustain commitment to family and other aspects of non-work 
life. When job satisfaction is controlled, organizational commitment is also found to 
have positive consequences for career satisfaction. Overall, the findings of Romzek 
(1989) indicated that organizational commitment has positive consequences for 
individuals. 
Development of Commitment 
Wide arrays of variables have been found to correlate with commitment over the 
years. Therefore, there is little need for more research to examine bi-variate 
correlations. There is a need, however, for more research to examine the causal 
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ordering of variables in the development process, as well as to identify conditions that 
might moderate the relations between antecedent variables and commitment. 
As noted above, understanding why commitment develops is important both from 
practical as well as academic perspectives. Kanter (1983) illustrated this point nicely 
with reference to an ancient story: Wisdom has it that the Chinese first discovered the 
benefits of cooking meat when a pig was accidentally incinerated in a house fire. 
Fortunately, cooks of the future recognized heat as the mediating mechanism and did 
not feel compelled to torch a house in order to prepare dinner. By gaining insight into 
the mechanisms involved in the formation of commitment, it may be possible to 
design HRM systems that can be applied to develop desired levels of commitment 
effectively and efficiently without producing undesirable side effects (Figure 1.7). 
 
 
Determinants of Organizational Commitment 
Mowday, Porter, and Steers (1982) posited personal and situational determinants are 
two categories of antecedents of organizational commitment. 
I. Personal Characteristics 
Age: Meyer and Allen (1984) reported that older workers becoming more 
attitudinally committed to an organization for variety of reasons, including greater 
satisfaction with their jobs. A considerable body of literature suggests that the 
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employees who are older and have been employed longer with a particular 
organization have a stronger affective commitment towards it (Porter, Steers, 
Mowday, & Boulian, 1974; Steers, 1977) and are more satisfied with their jobs (Hunt 
& Saul, 1975). 
Gender: Mathieu and Zajac (1990) carried out a meta-analysis and found that women 
workers scored high commitment as compared to the men workers, although 
magnitude of this effect was small. Perhaps, women become more committed to an 
organization because they have to overcome more barriers than men to gain 
membership. 
Education: Mathieu and Zajac (1990) found education to be negatively related with 
commitment although the magnitude of the relationship was weak. Mowday, Porter, 
and Steers (1982) concluded that inverse relationship may result from the fact that 
more educated individuals have higher expectation that organization may be unable to 
meet. Another reason may be that more educated employees have a greater number of 
job options and are less likely to become entrenched in any one position or company. 
Marital status: Mathieu and Zajac (1990) concluded that married individuals are 
more committed to organization. It seems reasonable to predict that marital status may 
be much related to calculative commitment because married employees, in general, 
have greater financial burdens. 
Perceived competence: Mathieu and Zajac (1990) found that perceived competence 
to be positively related with commitment. Morris and Sherman (1981) interpreted that 
self-referent processes may serve as a means of linking of an individual to the 
organization that is; individuals will become committed to an organization to the 
extent that it provides opportunities for growth and achievement needs. 
Ability: Stevens, Beyer, and Trice (1978) suggested that since highly skilled 
employees are of great value to the organizations, and are likely to increase the 
rewards they receive, and are likely to increase their calculative commitment. 
Salary: Salary is generally considered to represent a side bets and thereby increase 
calculative commitment. Salary levels may also increase feelings of self-esteem and 
thereby account for the positive relationship with attitudinal commitment (Mathieu & 
Zajac, 1990). 
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II. Situational Characteristics  
Job characteristics: Mathieu and Zajac (1990) revealed that jobs perceived to be 
more complex or perhaps enriched, yield higher commitment levels. Borrowing the 
logic of the job characteristic model, employee growth, need strength would be 
hypothesized to be a moderator of this relationship. Hackman and Oldham’s (1976) 
job characteristic model tended to suggest that enriched job is likely to yield higher 
organizational commitment (Steers, 1977). 
Organizational characteristics: Several research investigators reported the 
correlation between organizational centralization and organizational commitment 
(Morris & Steers, 1980; Stevens, Beyer, & Trice, 1978). Further, Stevens, Beyer, and 
Trice (1978) revealed that larger organizations might increase the chance of 
promotions and other forms of side bets and increase the opportunities for 
interpersonal interactions, thereby increasing commitment levels. 
Role states: According to Mathieu and Zajac (1990) there are three specific role 
states: role conflict, role ambiguity and role overload. Antón (2009) studied the 
impact of role stress on workers' behavior through job satisfaction and organizational 
commitment and found that the dysfunctions in role performance have been 
associated with a large number of consequences, almost always negative, which affect 
the well-being of workers and functioning of organizations.  
Commitment and job satisfaction: Locke and Latham (1990) reported a strong 
relationship between commitment and job satisfaction. However, most studies treat 
organization and commitment differently and, especially in the light of the 
‘downsizing syndrome’ of modern organizations. Carson, Carson, Lanford, and Roe 
(1997) proposed that those high in career enrichment would report higher levels of 
calculative organizational commitment and lower levels of career withdrawal 
intentions and that those high in career satisfaction would report higher levels of job 
satisfaction, affective organizational commitment and longer career tenure. 
Commitment and tardiness: Angel and Perry (1981) found that commitment was 
strongly and negatively related with employee tardiness. Again, the theory underlying 
the construct suggests that highly committed employees are likely to engage in 
behaviors consistent with their attitudes towards the organization. 
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Commitment and employee retention: The relationship between organizational 
commitment and employee retention variables is well established. Several reviews 
reported consistent negative relationship between organizational commitment and 
both employee intention to leave the organization and actual turnover (Allen & 
Meyer, 1996; Mathieu & Zajac, 1990; Tett & Meyer, 1993). An emphasis on 
employee retention to the exclusion of performance is unlikely to characterize many 
organizations. Indeed, it is now widely recognized that some voluntary turnover is 
helpful, rather than harmful, to the organization in that it includes resignations from 
employees who perform poorly or are disruptive (Hollenbeck & Williams, 1986). 
Job insecurity and employability: In a study conducted by De Cuyper, Notelaers, 
and De Witte (2009) found that workers who were on fixed-term contracts or 
considered ‘temporary workers’ reported higher level of job insecurity than 
permanent workers. Job insecurity was reported negatively correlation with job 
satisfaction and affective organizational commitment in permanent workers. The 
study also found that job satisfaction and organizational commitment were highly 
correlated with being a permanent worker. 
Distribution of leadership: A study conducted by Hulpia, Devos, and Rosseel (2009) 
focused on the impact of the distribution of leadership and leadership support among 
teachers and how that affected job satisfaction and commitment. The study found that 
there was a strong relationship between organizational commitment and the cohesion 
of the leadership team and the amount of leadership support. Previously held beliefs 
about job satisfaction and commitment among teachers were that they were negatively 
correlated with absenteeism and turnover and positively correlated with job effort and 
job performance. This study examined how one leader (usually a principal) affected 
the job satisfaction and commitment of teachers. The study found that when 
leadership was distributed by the 'leader' out to the teachers as well workers reported 
higher job satisfaction and organizational commitment than when most of the 
leadership fell to one person. Even when it was only the perception of distributed 
leadership roles workers still reported high levels of job satisfaction/commitment. 
1.7 Significance of the Study 
To justify the significance the problem, empirical studies on considered variables 
have been examined and discussed categorically in following paragraphs.   
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Quality of Work Life and Organizational Commitment 
Misra and Khan (2008) conducted a study to examine the effect of QWL on 
organizational commitment among different level of bank managers. Overall QWL, 
recognition, and economic benefits emerged as significant predictors of affective 
commitment. Overall QWL and intergroup relations emerged as significant predictors 
of continuance commitment. Overall QWL and recognition emerged as significant 
predictors of normative commitment. Overall QWL, work itself, employee 
participation, physical working conditions, intergroup relations, employee relations, 
trust, and recognition emerged as significant predictors of overall organizational 
commitment. 
Parvar, Allameh, and Ansari (2013) made an attempt to explore the effect of QWL 
(adequate and fair compensation, safe and healthy environment, growth and security, 
development of human capabilities, the total life space, social integration, 
constitutionalism, social relevance) on organizational commitment of employees 
working in Oil Industries’ Commissioning and Operation Company (OICO). Findings 
on the basis of Structural Equation Modeling (SEM) revealed the significant and 
positive direct effect of safe and healthy environment, constitutionalism, social 
relevance and overall QWL on organizational commitment among employees of 
OICO. 
Gupta (2014) set out a study to explore the relationship between QWL and 
organizational commitment. Results revealed the significant positive relationship 
between QWL and organizational commitment of manufacturing sector employees. 
Ali and Zilli (2015) conducted a study to find the influence of QWL and ego-strength 
on organizational commitment among managers of public and private sector 
organizations. Results revealed that only QWL emerged as significant predictor of 
organizational commitment in public as well as private sector organizations. Further, 
results revealed significant difference between managers of private and public sector 
organizations on all the measured variables. Managers of private sector organizations 
experienced higher level of QWL, ego-strength and organizational commitment than 
public sector organizations. 
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Omugo, Onuoha, and Akhigbe (2016) conducted a study to examine the association 
between QWL and organizational commitment in public sector organizations. They 
employed a cross sectional survey on target population of 797 employees working in 
five different public sector organizations located in Rivers State, Nigeria. Findings 
showed positive association between QWL and organizational commitment. 
Eren and Hisar (2016) conducted a study to examine the perceived QWL in relation to 
organizational commitment of nursing staff. Results highlighted that nurses’ QWL 
and their organizational commitment were at medium level. Further, statistically 
significant and positive relationship was found between QWL and organizational 
commitment. 
Self-Efficacy and Organizational Commitment 
Rathi and Rastogi (2009) conducted a study to explore the relationship of emotional 
intelligence, occupational self-efficacy, and organizational commitment. Results 
showed the significant positive correlation between emotional intelligence and 
occupational self-efficacy, whereas no significant relationship was observed between 
emotional intelligence and organizational commitment. Further, no significant 
positive relationship was found between occupational self-efficacy and organizational 
commitment.  
Akhtar, Ghayas, and Adil (2013) made an attempt to explore the self-efficacy and 
optimism as predictors of organizational commitment among bank employees. Results 
indicated that self-efficacy was positively and significantly correlated with optimism 
as well as organizational commitment, while significant relationship was not found 
between optimism and organizational commitment of employees. Further, multiple 
regression analysis revealed that self-efficacy alone emerged as significant predictor 
of organizational commitment. Private sector bank employees showed higher level of 
organizational commitment than semi-public sector bank employees.  
Law and Guo (2016) carried out a study to examine the relationship of hope and self-
efficacy with job satisfaction, job stress, and organizational commitment for 
correctional officers in the Taiwan prison system while controlling for the shared 
effects of the nature of the institution (i.e., for male or female inmates) and personal 
characteristics of the officers (i.e., gender, age, and years of work experience). The 
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results indicated that hope had a significant positive relationship with job satisfaction 
and a significant negative association with job stress. Further, self-efficacy showed 
significant positive association with job satisfaction and organizational commitment. 
Finally, job satisfaction had a significant positive association with organizational 
commitment. 
Zeb and Nawaz (2016) conducted a study to examine the influence of self-efficacy on 
organizational commitment of academicians of Gomal University, Khyber 
Pakhtunkhwa, Pakistan. Their findings indicated the significant positive relationship 
between self-efficacy and organizational commitment. Further, self-efficacy emerged 
as significant predictor of organizational commitment of academicians.  
Job Satisfaction and Organizational Commitment 
Job satisfaction and organizational commitment are different concepts, but several 
meta-analyses have concluded that there is high correlation between the two variables 
(Mathieu & Zajac, 1990; Meyer, Stanley, Herscovitch, & Topolnytsky, 2002). It is 
difficult to separate the two concepts completely as the theory suggests that they share 
many factors, and it is therefore natural to wonder whether these terms actually are 
different. Several researches have shown a causal relationship between organizational 
commitment and job satisfaction, while others have shown that job satisfaction as a 
determinant of organizational commitment (Mathieu, 1991). 
Irving, Coleman, and Cooper (1997) investigated the relationship of affective, 
continuance and normative commitment with job satisfaction and turnover intentions. 
Results revealed that job satisfaction was positively related with both affective and 
normative commitment. However, job satisfaction was negatively correlated with 
continuance commitment. All three components of commitment were found to be 
negatively related with turnover intentions. 
Warsi, Fatima, and Sahibzada (2009) conducted a study to find the relationship of 
work motivation, job satisfaction and organizational commitment among private 
sector employees in Pakistan. Results showed the significant positive relationship of 
work motivation, job satisfaction and organizational commitment. Further, influence 
of job satisfaction on organizational commitment was found more as compared to the 
employees’ work motivation. 
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Suma and Lesha (2013) made an attempt to examine the level of job satisfaction 
dimensions and organizational commitment among municipality employees working 
in Shkoder, Albania. Results showed that satisfaction with work-itself, quality of 
supervision and pay satisfaction had significant positive impact on organizational 
commitment. Further, they reported high degree of organizational commitment and 
satisfaction with work-itself, supervision, salary, coworkers and opportunities for 
promotion. 
Srivastava (2013) made an attempt to explore the relationship between job satisfaction 
and organizational commitment and to investigate the moderating effect of trust and 
locus of control on the relationship between job satisfaction and organizational 
commitment. Results indicated the significant positive relationship between job 
satisfaction and organizational commitment. Further, trust and locus of control 
significantly moderated the relationship between job satisfaction and organizational 
commitment.  
Ismail and Abd Razak (2016) conducted a study to explore the relationship between 
job satisfaction and organizational commitment. Study was conducted at Fire and 
Rescue Department of Malaysia. The findings of study discovered three significant 
outcomes. Job satisfaction was significantly related with organizational commitment, 
intrinsic satisfaction was significantly related with organizational commitment, and 
extrinsic satisfaction was significantly related with organizational commitment. 
Findings suggested that employees’ intrinsic as well as extrinsic satisfaction with the 
job lead towards the higher organizational commitment. 
The review of number of studies articulates to the fact that the present study has never 
been studied in India and abroad. It appeared, therefore rationale to undertake a study 
on “Quality of Work life, Self-Efficacy and Job Satisfaction as predictors of 
Organizational Commitment among University Teachers”. Consequently, the 
present piece of research work will be significant to fill the void of knowledge. By 
conducting this study, the investigator will be able to audit the quality of work life, 
self-efficacy and job satisfaction and resulting teachers’ organizational commitment. 
In addition to this correlates, critical predictors and moderator of relationship between 
predictor and criterion will be determined.  The outcomes of the study will serve as 
input for the  academic institutions in identifying key issues in order to develop 
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strategies to address and increase the quality of work life, self-efficacy and job 
satisfaction of teachers’ in order to enhance their organizational commitment. 
1.8 Objectives 
On the basis of theoretical background and conceptual framework, the present study 
has five major objectives and listed below:  
1. To develop and standardize the Quality of Work Life scale. 
2. To examine the relationship of quality of work life, self-efficacy and job 
satisfaction with organizational commitment. 
3. To identify the critical predictors of organizational commitment in quality of 
work life, self-efficacy and job satisfaction separately and jointly. 
4. To study the moderation effect of Age on the relationship between: 
 4a)  Quality of work life and organizational commitment, 
 4b) Self-efficacy and organizational commitment, 
 4c)  Job satisfaction and organizational commitment. 
5. To study the moderation effect of Teaching-experience on the relationship 
between: 
 5a)  Quality of work life and organizational commitment, 
 5b Self-efficacy and organizational commitment, 
 5c)  Job satisfaction and organizational commitment. 
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1.9 Hypotheses 
After pursuing and reviewing large number of research studies and substantiating 
theoretical paradigm, proposed variables identifies a specific direction in the 
relationship and are correlated to each other. Therefore, it was decided to frame 
alternate hypothesis for present piece of research work.  
H1: The psychometric characteristics will confirm the standards of standardized 
test. 
H2a: There will be positive relationship of overall QWL and its dimensions with 
overall organizational commitment and its sub-components. 
H2b: There will be positive relationship of self-efficacy with overall 
organizational commitment and its sub-components. 
H2c: There will be positive relationship of job satisfaction with overall 
organizational commitment and its sub-components. 
H3a: The regression coefficient for predicting QWL through organizational 
commitment and its sub-components will be other than zero. 
H3b: The regression coefficient for predicting self-efficacy through organizational 
commitment and its sub-components will be other than zero. 
H3c: The regression coefficient for predicting job satisfaction through 
organizational commitment and its sub-components will be other than zero. 
H3d: The regression coefficient for predicting QWL, self-efficacy and job 
satisfaction through organizational commitment and its sub-components will 
be other than zero. 
H4a: Age will moderate the relationship between QWL and organizational 
commitment. 
H4b: Age will moderate the relationship between self-efficacy and organizational 
commitment. 
H4c: Age will moderate the relationship between job satisfaction and 
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organizational commitment. 
H5a: Teaching-experience will moderate the relationship between QWL and 
organizational commitment. 
H5b: Teaching-experience will moderate the relationship between self-efficacy 
and organizational commitment. 
H5c: Teaching-experience will moderate the relationship between job satisfaction 
and organizational commitment. 
1.10 Conceptual and Operational Definitions of Variable  
Operational definition of Quality of work life 
Quality of work life is defined as the ‘favourableness’ or ‘unfavourableness’ of a job 
environment for the teachers’ teaching in an organization. It emphasises to develop 
and strengthened jobs that are better for employees, and goals to enhance 
effectiveness of the organizations. 
Dimensions of Quality of Work Life 
Citizenship Behavior & Recognition at Work: Citizenship, or extra-role, 
measures typically include such things as providing extra help to coworkers, 
volunteering for special work activities, being particularly considerate of 
coworkers, being on time, and making suggestions when problems arise. 
Recognition is simply defined as the relative ranking that an employee holds in a 
group, organization, or society.  
Confidence in Management: The employees’ have full faith in the methods, 
procedures, policies required to achieve the goals of the organization.  
Working Conditions: It consists with wide range of issues, e.g., the ambient 
environment in the workplace (e.g., temperature, noise), working time (hours of 
work, rest-pauses, and work schedules), the physical design and mental demands of 
employees that exist in the organization. 
Opportunity for Growth & Development: Growth and development affect the 
way individuals respond to complex, challenging jobs characterized by high levels 
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of autonomy, variety and personal discretion at work. The employees who are 
strongly desirous of growth and development opportunity at work respond even 
more positively to jobs high demands than individuals who have little interest in 
growth opportunities at work.  
Work Relations: In workplace the work permit to make friendship through 
membership of informal social groups and employer could not treat workers 
simply as economic individuals wanting to maximize pay and minimize efforts.  
Organizational Climate: It is a particular set of characteristics of the work 
environment, experienced directly or indirectly by its members, that is assumed to be 
a major force in influencing employee performance. 
Belongingness: It refers to the human’s inherited emotional desire to be an accepted 
member of a group e.g. family, social group, school, club, co-workers, or a sports 
team, etc. 
Organizational Transparency: It refers to open communication, accountability, 
accuracy and clarity pertaining to an organization's functioning and activities on the 
disclosure of information with its employees. 
Operational definition of Self-efficacy 
Self-efficacy refers to the extent and strength of employees’ belief in their own 
capabilities to complete the tasks and achieve the goals.  
Operational definition of Job satisfaction 
Job satisfaction is the level of contentment a person feels regarding his or her job. This 
feeling is mainly based on an individual's perception of satisfaction. Job satisfaction 
can be influenced by a person's ability to complete required tasks, the level of 
communication in an organization, and the way management treats employees. 
Operational definition of Organizational Commitment  
Organizational commitment refers to an employees’ psychological attachment with 
the organization including a sense of job attitude, constancy and belief in the values 
and goals of the organization. 
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Affective Commitment 
Affective commitment refers to employees’ strong positive emotional attachment, 
identification with and involvement in the organizational goals and values. 
Continuance Commitment 
Continuance commitment refers to the employees’ belief that leaving the organization 
would be costly.  
Normative Commitment 
Normative commitment reflects a feeling of obligation to stay with the organization, 
even if they are unhappy in their role, or even if they want to pursue better 
opportunities. 
1.11 Conceptual Framework 
Based on the theoretical framework and overall review of related literatures, the following 
conceptual framework in which this specific research is overseen was developed. In the 
present study QWL, self-efficacy and job satisfaction has been taken as predictor 
variables; while organizational commitment has been considered as criterion variable. 
Age and teaching experience has been taken as moderator variables. QWL includes eight 
dimensions such as citizenship behavior & recognition at work, confidence in 
management, working conditions, opportunity for growth & development, work 
relations, organizational climate, belongingness and organizational transparency. 
Organizational commitment includes three components such as affective, continuance 
and normative commitment. The proposed model is referred to as follows. 
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1.12 Summary of Chapter 
As it may be deciphered from the above paragraphs, the proposed piece of research 
work has never been studied in present paradigm. Statement of the problem has been 
justified keeping in consideration the variables under study. The major variables along 
with their sub components/constructs in reference to theoretical background and 
studied by researchers have been explored. The significance of the study has been 
justified as considered variables have never been studied on target population. The 
objectives of the study have been planned and corresponding hypotheses framed.  
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Chapter - 2 
REVIEW OF LITERATURE  
Literature review is a secondary source, and does not give novel or inventive 
experimental report; however, it provides a comprehensive understanding with respect 
to the variables of the proposed research problem. In the present research 
investigation three variables have been taken as predictor variables viz.; quality of 
work life, self-efficacy and job satisfaction while organizational commitment 
considered as criterion variable. The purpose of this Chapter is to examine and present 
the past research findings which are directly or indirectly linked with considered 
variables in the study. 
2.1 Quality of Work Life 
Putt and Springer (1980) examined the professors’ Quality of Work Life (QWL) 
associated with public administration jobs. Professors’ QWL was measured on the 
account of satisfaction with their work.  Sample was chosen amongst the population 
of professors belonging to the national public administration department associated 
with the teaching and research work. Correlation and multivariate analysis were used 
to observe the professors’ professional role satisfaction. The findings indicated that 
the involvement in policy formation came out as a strong predictor variable towards 
the job satisfaction of public administration professors. It was found that work load, 
individual position, organization policy, and autonomy were having very high effect 
on professors’ QWL. 
Chakraborty (1986) enumerated various organizational states which reported unseen 
truth of QWL. Investigators needed to explore the QWL in view of innovative pattern 
on the basis of study on Indian psycho-philosophy proposed from a strict problem-
solving standpoint and may have consequences to train forecasting managerial staff. 
Gupta and Khandelwal (1988) reported significant positive relationship between 
QWL and role efficacy. The results also indicated that supervisory behavior emerged 
as main significant determinant of QWL for workers’ role efficacy. It showed 21% 
contribution in the variance of criterion variable. Supervisory role was constituted 
with general satisfaction with supervisor’s day-to-day behavior, amount of 
communication and listening, and appreciation to excellent effort. 
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Kumar and Shanubhogue (1996) carried out a study to compare the QWL of Sardar 
Patel University teachers and Maharaja Sayajiran University teachers in district of 
Baroda, Gujarat state. Two hundred teachers were chosen for the study. The findings 
of the study indicated that Maharaja Sayajiran University teachers having higher level 
satisfaction with their QWL as compared to the Sardar Patel University teachers.  
Shah and Ansari (2000) conducted a study to examine the influence of HRD activities 
and perceived upward mobility on organizational commitment and Quality of Work 
Life (QWL) of managers working in different branches of Jammu and Kashmir Bank 
Limited. The results confirmed that HRD activities as a whole had significant 
influence in enhancing managers’ organizational commitment as well as their QWL 
as a whole. Further, perceived upward- mobility emerged to significantly predict the 
managers’ organizational commitment as well as QWL as a whole.  
Johnsured (2002) conducted a study to measure the QWL of faculty and 
administrative staff for the implication in college and university campuses. The 
findings of the investigation revealed that colleges and universities were given a price 
for avoiding the QWL at work setting by members of their faculty and administrative 
staff. QWL can be enhanced but the effort looked-for was rare and the priority for 
leading administrators who experienced the multidimensional challenges, both 
internal as well as external in the college and university campuses. The strength and 
QWL of the whole academic setting depends upon the performance of college and 
university staff. 
Nasal and Dargahi (2006) studied the QWL of Tehran University of Medical Sciences 
(TUMS) employees.  This study intend to present insight towards the positive and 
negative attitudes of employees. The results indicated that the greater part of 
employees was found to be dissatisfied with their occupational health and safety. It 
was also found that the middle and senior level managerial staff were not satisfied 
with their income, duration of working hours and family. The work was not appealing 
and satisfying for their job. TUMS employees showed deprived degree to QWL on 
their work setting. 
Rethinam and Maimunah (2008) in their study identified five major determinants of 
QWL such as health and well-being, job security, job satisfaction, competence 
development and the balance between work and non-work life.    
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Shahbazi, Shokrzadeh, Bejani, Malekinia, and Ghoroneh (2011) made an attempt to 
explore the role of QWL in relation to performance of HODs of Esfahan University 
and Esfahan Medical Science University in Iran.  The major findings of the study 
were: (i) Pearson Correlation Coefficient indicated the significant correlation between 
various dimensions of QWL with the performance of chairpersons, (ii) Multiple 
Regression Analysis predicted 49.8% variance of different dimensions of QWL viz. 
developing human capabilities, constitutionalism in the work organization, total life 
space, social integration in the work organization to criterion variable performance of 
department chairpersons of Esfahan University and Esfahan Medical Science 
University, (iii) the t-test reported no significant difference between HODs of Esfahan 
University and Esfahan Medical Science University on different dimensions of QWL. 
It was also found that chairpersons of both universities having high level of perceived 
QWL on all dimensions. 
Pugalendhi, Umaselvi, and Nakkeeran (2011) examined the perception of college 
teachers towards their QWL. Results reported a significant relationship between 
teachers’ perceived QWL overall and quality of life overall in academics setting. It 
was also found that teachers have lower level of QWL in their work setting. They 
concluded that a good QWL is an important outcome of social integration 
environment in a working situation. 
Mirkamali and Thani (2011) compared the faculty members of University of Tehran 
and Sharif University of Technology on their QWL. The findings of the study 
revealed that no significant difference existed in the QWL among faculty members of 
University of Tehran and Sharif University of Technology. The teaching staff of both 
universities experienced lower level of QWL. On the basis of social cohesiveness 
viewpoint, the teachers of Sharif University of Technology have a superior status. 
Tabassum (2012) made an attempt to explore the relationship between QWL and job 
satisfaction among faculty members of various private universities in Bangladesh. It 
was reported that all dimensions of QWL were found positively correlated with the 
job satisfaction of faculty members. 
Reena and Jayan (2012) investigated the influence of QWL in relation to the job 
attitude and personal effectiveness of engineering college teachers in Kerala state. The 
numerous results came out by applying appropriate statistics regarding the objectives 
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of the research. The major findings of the study were: (i) the  higher  levels  of  
perceived quality  of work  life  teachers obtained significantly more scores on the 
different dimensions of personal effectiveness such as personal focus, personal 
growth, team effectiveness, relationships, and personal adaptability than  those 
teachers who have moderate  and  lower  level of perceived QWL; (ii)   there was 
significant difference in the personal growth of teachers towards their perceived levels 
of  total  QWL; (iii) relations with colleagues and HODs directs to high  competent, 
motivated and dynamic  staff  in institutional effectiveness; (iv) the higher levels of 
perceived QWL college teachers indicated significantly more scores on the job 
attitude  dimensions  such as  job  commitment  and  job  satisfaction  as compared to  
the moderate and  lower  level of perceived QWL of teachers; and (v) significant 
difference was not reported on job involvement dimension of job attitude. It was 
concluded that high QWL in educational environment play very important role in 
accomplishment on teachers’ needs for humor, and balance.  
Nair (2013) designed a study to examine the effect of QWL on organizational 
citizenship behavior (OCB) with special focus on college teachers in Thrissur district, 
state of Kerala. The eight dimensions of QWL such as; adequate and fair 
compensation, safe and healthy environment, growth and safety, social integration, 
social relevance, development of human capabilities, constitutionalism and total life 
span and two dimensions of OCB viz. conscientiousness (job dedication) and altruism 
(helping co-workers) were studied. Results revealed the significant difference 
between male and female college teachers in their QWL. Furthermore, results showed 
the significant difference between male and female college teachers on OCB. Female 
teachers accounted higher degree of conscientiousness (job dedication) as compared 
to the male counterparts. The significant relationship existed between the QWL and 
dimension of organizational citizenship behavior likewise altruism (helping co-
workers). 
Nia and Maleki (2013) conducted a study to explore the relationship between QWL 
and organizational commitment of faculty members. Results revealed the positive 
relationship between the QWL and organizational commitment of faculty members. It 
means organizational commitment of faculty members will be enhanced along the 
good QWL at work setting in the universities.  
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Nanjundeswaraswamy and Swamy (2013) studied the QWL of employees in private 
technical institutions. The investigation was conducted among both teaching and non-
teaching employees of technical institutions to observe their QWL. The results 
indicated that 48.6% employees were satisfied with the current level of QWL while 
more population of the employees i.e. 51.4% reported lower level of satisfaction to 
the current QWL in the institutions. The male employees were found to be more 
satisfied regarding their QWL as compared to their female counterparts. The Chi 
Square statistic indicated that there was no significant association between 
demographical variables (e.g. gender, designation, salary, department and experiences 
of employees) and QWL of employees. The significant relationship existed between 
QWL of teaching and non-teaching employees. The adequacy of resources was found 
to be highly associated while training and development less associated with QWL 
among teaching employees. On the other hand, compensation and rewards reported 
high association and work environment showed lower association among non-
teaching employees regarding their QWL. 
Rehan and Arora (2014) analyzed the QWL of Punjabi university teachers. The main 
objectives of the study were: (i) to determine the perceived level of satisfaction with 
work and perceived significance of the teachers in relation to the dimensions of QWL; 
(ii) to examine the difference between the perceived satisfaction and perceived 
significance of the teachers in relation to the dimensions of QWL and (iii) to analyze 
the total satisfaction of Punjabi University teachers. The job related policies (mean 
score= 3.91) showed higher satisfaction among the teachers, while salary (mean 
score=3.82)  emerged as the second greatest determinant which indicated second high 
satisfaction to the teachers followed by personal growth, participation in decision 
making, contribution of university to society, work environment, interpersonal 
relationship, other economic benefits, fringe benefits, management practices, 
administrative efficiency, sitting arrangements and work related aspects. While, 
teachers reported lower satisfaction on teaching and research arrangements (mean 
score=2.99) and general facilities (mean score=2.97) factors of QWL. The t-value 
indicated that there was a significant difference between the perceived satisfaction 
and perceived importance in relation to the dimensions of QWL which was perceived 
by the university teachers (t=5.204, p<0.05).  Punjabi University teachers have 
moderate level of perceived QWL in teaching profession.    
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Khan (2015) made an attempt to find out the relationship between QWL and 
organizational commitment among clerical-staff. The findings of the study revealed 
the positive and significant relationship between QWL and organizational 
commitment of clerical-staff. Further, QWL was emerged as significant predictor for 
organizational commitment of clerical-staff. This study may have its own practical 
significance at the organizational set up to optimizing QWL of clerical- staff at large 
to enhance their commitment and reduced their deviation from work. 
Kaur and Sharma (2016) made the comparison in QWL of public and private sector 
university teachers based on factor analysis. Using a factor analysis, twelve factors 
were emerged to assess the QWL of university teachers. Analysis reported that, in 
case of public sector university teachers, all twelve factors explained 62.35% 
variance, while in case of private sector university teachers it explained 71.13% 
variance. In addition, the comparison was also made on all twelve factors. It was 
found that factor 1st, 2nd, and 6th viz., ‘job satisfaction and self-esteem’, ‘effort 
recognition and career progression’ and ‘lower self-esteem’ expressed similarity by 
public and private sector university teachers. However, the importance of other 
factors differed considerably. ‘Work load other than teaching’ was appeared as the 8th 
factor and explained 4.48% variance in case of public sector university teachers, while 
in case of private sector university teachers it was appeared as 5th factor and explained 
6.32% variance. ‘Rationality’ was appeared as 9th factor with 4.64% of variance in 
case of public sector while it was appeared as 10th factor with 4.78% of variance in 
private sector teachers. ‘Employee loyalty and growth’ was observed as the 3rd  factor 
by public sector university teachers with 6.37% of variance while it was found to be at 
4th level in case of private sector with 6.03% of variance. ‘Critical factors’ was 
appeared as 12th factor with 4.21% variance in case of public sector teachers while it 
was appeared as 9th factor with 4.79% variance for private sector teachers. 
‘Organizational satisfaction’ was appeared as 10th factor with 4.31% of variance in 
public sector whereas 12th factor with 4.16% variance in private sector teachers. It is 
clear from above mentioned outcomes that QWL was greater preferred by private 
sector university teachers than public sector. 
Mudiraj (2017) made an attempt to examine the quality of work life in relation to 
mental health among teachers working in corporate schools. The hypotheses of the 
study were: (1) there will be a positive relationship between mental health and quality 
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of work life, and (2) certain factors of quality of work life will have an influence on 
mental health of teachers working in corporate schools. Results revealed the positive 
and very low relationship between quality of work life and mental health of teachers. 
Furthermore, out of ten factors of quality of work life only three factors namely; 
stability of tenure, competent employees and challenging activities had an effect on 
the mental health of corporate school teachers. 
2.2 Self-Efficacy 
Pajares (1992) observed teachers' beliefs regarding their role and educational setting. 
It was found that the self-efficacy beliefs of pre-service teachers showed a central role 
in their gaining and understanding the knowledge and consequences of teaching style. 
Further the high relationship was reported between their educational beliefs and 
academic planning, instructional decisions and classroom involvement. 
Bandura (1993) highlighted the perceived role of self-efficacy in the development of 
cognitive functioning. He assessed the perceived self-efficacy in different manner to 
find its influence on cognitive development and functioning. The perceived self-
efficacy was employed its impact with the help of four chief methods viz. cognitive, 
motivational, affective, and selection method. It was found that, the teacher's sense of 
efficacy was related with students’ academic performance, level of motivation and 
their efficacy beliefs.  The learning environment also had been found to be connected 
with teachers’ efficacy beliefs. 
Stajkovic and Luthans (1998) carried out a meta-analysis to find out the connection 
between self-efficacy and work related performance. They reviewed 114 studies to 
understand the self-efficacy and work related performance in different contexts.  The 
major finding of their study indicated positive correlation between self-efficacy and 
work-related performance.  
Jex and Bliese (1999) conducted a multilevel study to explore the self-efficacy with 
job satisfaction and organizational commitment.  The results revealed high positive 
relationship between self-efficacy and job satisfaction. Furthermore, high positive 
relationship was accounted between self-efficacy and organizational commitment. It 
was concluded that when employees experienced their lower strength for performance 
then they responded negatively in the task completion. 
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Evers, Brouwers, and Tomic (2002) made an attempt to examine the relationship 
between teachers’ burnout and self-efficacy beliefs when implementing an innovative 
educational system in the Netherland. Their results indicated that self-efficacy was 
positively related with personal accomplishment aspect of burnout while negative 
relationship was observed with the depersonalization and emotional exhaustion 
determinants of burnout in work setting. 
Sandhu and Anand (2003) conducted a study on role diversity and self-efficacy to 
predict the burnout of women teachers. The obtained results of the study reported 
there was no significant difference among high and low self-efficacy of teachers on 
their role diversity. While significant difference was found between high and low 
groups on their experiences of personal accomplishments. Self-efficacy beliefs 
showed significant role on major determinant of burnout such as emotional 
exhaustion of faculty members. 
Caprara, Barbaranelli, Steca, and Malone (2006) studied the self-efficacy of teachers 
regarding their job satisfaction and students’ academic achievements. The results 
showed that teachers’ self-efficacy emerged as significant moderator for their job 
satisfaction and academic achievement of students. 
Anderson and Maninger (2007) analyzed the abilities, beliefs, and intentions of pre-
service teachers with respect to their technology integration. The main objective of 
the study was to find out the relationship of certain variables such as teachers' 
perceived abilities, self-efficacy beliefs, value beliefs, and intentions to use software 
in their future classrooms to each other. The moderate relationship was found on the 
teachers' self-efficacy, value beliefs, and intentions regarding the technology 
integration. While the abilities related with self-efficacy and computer skills of pre-
service teachers. The self-efficacy beliefs, sex and value beliefs emerged as mediator 
of intentions of pre service teachers. It was concluded that teachers' abilities, beliefs, 
and intentions of computer as well as technological access played prominent role in 
developing effective technological integration among teachers at their educational 
environment.  
Rao, Rao, Kumar, and Anwer (2007) carried out a study to assess the role of 
demographic factors with role efficacy among faculty members of State Agricultural 
Universities. It was concluded that any dimension of role efficacy reported no 
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association with educational level and designations of faculty members. While, 
respondents’ age and experiences were positively related with pro-activity dimension 
of role efficacy. The amount of training programs participated by faculty members 
also showed positive connection with confrontation dimension of role-efficacy.   
Bakar, Konting, Jamian, and Lyndon (2008) observed the teaching efficacy of science 
student teachers of University Putra Malaysia, Malaysia. The main focus of the study 
was to explore the teachers’ teaching-efficacy with respect to their engagement with 
student, instructional strategies, classroom management, teaching attitudes towards 
current profession, satisfaction of training and education programs, and teaching with 
computer access in classroom. Results revealed that greater part of the teachers 
intended to have higher level of efficacy beliefs regarding with their student 
engagement, instructional strategies, classroom management and teaching with 
computers in classroom settings. The Pearson correlation showed significant positive 
relationship between teaching efficacy and teachers’ perception with respect to their 
education programs. The moderate level of correlation was reported between two 
variables. But teaching efficacy was negatively related with their attitudes towards 
teaching profession. 
Rathi and Rastogi (2008) examined the role of emotional intelligence in relation to 
occupational self-efficacy of scientists from different research institutions. The result 
puts forth the significant positive relationship between emotional intelligence and 
occupational self-efficacy. The emotional intelligence emerged as significant 
predictor for the occupational self-efficacy of scientists. The findings of the study 
suggested that the scientists with high level of emotional intelligence showed 
significantly greater impact on their research work than those who have low 
emotional intelligence.  
Nilgun (2009) found that teachers’ efficacy of science teachers were not influenced by 
their demographic characteristics such as age, sex, level of seniority, weekly lesson 
load, receiving in-service training and their job satisfaction. On the other hand 
teachers’ level of seniority and weekly lesson load significantly moderated to their 
self-efficacy beliefs. Moreover, teacher-efficacy and self-efficacy beliefs were 
differently observed. 
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Vaezi and Fallah (2011) made an attempt to explore the relationship between self-
efficacy and stress of Iranian EFL (English as a Foreign Language) teachers. The 
respondents were selected from six different language institutes in Tehran. The 
findings revealed significant negative relationship between self-efficacy and stress. 
Furthermore, multiple regression analysis showed that the two dimensions of self-
efficacy such as classroom efficacy and organizational efficacy explained 22% 
variance in stress. Self-efficacy was emerged as significant predictor of stress among 
EFL teachers.  
Syamakinia, Tabrizi, and Zoghi (2013) conducted the correlation study to determine 
the relationship between emotional intelligence and self-efficacy of university 
instructors. The results revealed significant positive correlation between instructors’ 
emotional intelligence and their self-efficacy beliefs. 
Gupta and Goswami (2014) investigated the self-efficacy and professional 
effectiveness of teacher educators. The main objective of the study was to examine 
the impact of high, average and low occupational self-efficacy of teacher educators on 
their professional effectiveness. The major findings of the study were; (i) the mean 
value in case of high occupational self-efficacy on professional effectiveness was 
205.28, while in case of average occupational self-efficacy it was 195.51. The t-value 
between two means was found to be 1.61, which was not significant at 0.05 level of 
significance. (ii) The mean value in the case of average occupational self-efficacy on 
professional effectiveness was 195.51 while in case of low occupational self-efficacy 
it was 157.44. The t-value between two means was found to be 6.24 which was 
significant at 0.01 level of significance. (iii) The mean value in case of high 
occupational self-efficacy on professional effectiveness was 205.28 while in case of 
low occupational self-efficacy it was 157.44. The t-value between two means was 
found to be 5.66 which was significant at 0.01 level of significance. 
Sarkhosh and Rezaee (2014) studied the relationship between emotional intelligence 
and self-efficacy beliefs of university instructors. Data was collected through 
Teachers’ Sense of Efficacy Scale and Emotional Intelligence Questionnaire. The 
findings showed significant positive correlation between emotional intelligence and 
self-efficacy beliefs of instructors’ at 0.05 level of significance. Further, three 
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determinants of emotional intelligence viz. flexibility, optimism and interpersonal 
relationship emerged as significant predictors for self-efficacy beliefs. 
Nejad (2015) carried out a study to determine the relationship between emotional 
intelligence and self-efficacy of EFL university professors.  Researcher has set three 
research questions: (i) Is there significant relationship between emotional intelligence 
and sense of self-efficacy of EFL university professors? (ii) Does the age of the 
professors’ have any significant impact on their emotional intelligence and self-
efficacy? (iii) Does the teaching experience of professors’ have any significant impact 
on their emotional intelligence and self-efficacy? The results showed significant 
positive relationship between emotional intelligence and self-efficacy of EFL 
university professors. Furthermore, respondents’ age and teaching experience were 
not significantly related to their emotional intelligence and self-efficacy. 
Agarwal and Mishra (2016) considered the self-efficacy as significant predictor of 
organizational commitment among revenue personnel. They hypothesized that the 
relationship between self-efficacy and organizational commitment will be positive 
and it will be significantly predicting the organizational commitment. Results 
revealed significant positive relationship between self-efficacy and organizational 
commitment (r=0.36, p<0.01). Further, self-efficacy was found significantly and 
positively related with each dimensions of organizational commitment viz.; affective 
commitment (r=0.37, p<0.01), continuance commitment (r=0.34, p<0.01) and 
normative commitment (r=0.32, p<0.01). The regression analysis indicated that self-
efficacy explained 12.7% variance in organizational commitment of revenue 
personnel. 
Khan and Khan (2017) examined the moderating effect of age on the relationship of 
self-efficacy and organizational commitment. The sample of 300 teachers from 
different faculties of Aligarh Muslim University was selected using the stratified 
random sampling technique. Data was analyzed by using Pearson Product Moment 
Correlation (PPMC) and Hierarchical Regression Analysis (HRA) using the 
PROCESS by Andrew F. Hayes. The results showed that age of teachers positively 
and significantly correlated with self-efficacy and organizational commitment. 
Further, self-efficacy and organizational commitment significantly correlated with 
each other. HRA yielded that age and self-efficacy altogether explained 26.0% 
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variance in organizational commitment. When interaction of age and self-efficacy 
added into the model, the gain in goodness of fit of the model (R2) was 5.1%, and 
found to be statistically significant. Interaction plot at different level of age was 
plotted and showed as teachers’ age increases their self-efficacy and organizational 
commitment also increases and come closer to substantiate the interaction effect. 
These findings suggested that age of teachers’ moderate the relationship between self-
efficacy and organizational commitment.  
Ansari (2017) conducted a study to investigate the self-efficacy and spiritual values as 
predictors of life satisfaction among school teachers. Pearson product moment 
correlation indicated that, self-efficacy, spiritual values and life satisfaction were 
positively and significantly correlated with each other. Further, stepwise multiple 
linear regression analysis showed that, self-efficacy and spiritual values emerged as 
significant predictors of life satisfaction of school teachers. 
2.3 Job Satisfaction 
Singh (1974) conducted the study to investigate the teacher’s values and their 
relationship with teacher’s attitudes and job satisfaction. Findings revealed that 
teachers were moderately satisfied on almost all dimensions of job satisfaction but 
comparatively female teachers were found to be more satisfied than the male 
counterparts. The teachers’ age has not found any effect on their job satisfaction. 
Further, results showed that job satisfaction was not related with the teaching 
experience of teachers. It was also found that academic qualification and training was 
not related with the level of job satisfaction. On the other hand Carrel and Elbert 
(1974) in a study found that the employees’ academic qualification was emerged one 
of the significant determinant of the employees’ job satisfaction.                                                                                                               
Dwivedi and Pestonjee (1975) investigated the relationship of workers’ job 
satisfaction with their age, sex, education, training and experience, performance, 
adjustment, interest and attitude. The results revealed that the workers job satisfaction 
was related with each and every variable. 
Beegam (1994) conducted an analytical study of factors which were related with job 
satisfaction of college teachers. The results showed that job satisfaction of the college 
teachers was related with various socio-demographic variables like faculty, locale, 
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religion, caste and community, education of spouse and mode of transportation. 
Further, it was found that job satisfaction of college teachers was associated with 
different personality factors such as; self-esteem, nationalism, spiritual involvement 
and thoughtfulness. 
Das and Panda (1995) conducted a comparative study among college and higher 
secondary school teachers on job satisfaction regarding their gender and work 
experience. Their findings indicated no significant difference between level of job 
satisfaction of college and higher secondary school teachers. The significant 
difference was not found on job satisfaction of college teachers in terms of their 
gender. Furthermore, results showed that there was no significant difference between 
male and female higher secondary school teachers on their level of job satisfaction. 
The experienced college teachers were not observed to show more job satisfaction as 
compared to the inexperienced college teachers. It was also found that the 
experienced higher secondary school teachers were not observed to show higher job 
satisfaction as compared to the inexperienced higher secondary school teachers. The 
significant difference was not found among experienced higher secondary school 
teachers and college teachers in terms on their level of job satisfaction. Further, the 
significant difference did not exist among inexperienced higher secondary school 
teachers and college teachers in terms of their level of job satisfaction. 
Nazir and Ahmad (1998) carried out a study on the sources of satisfaction and 
dissatisfaction of college and university teachers in Jammu and Kashmir. Data was 
gathered from teachers working in different colleges and universities in Jammu and 
Kashmir. The prime objective of the study was to examine the sources of teachers’ 
satisfaction by applying Herzberg’s two factor theory of job satisfaction.  The 
findings showed that the Herzberg’s two factor theory was partially supported. The 
teachers’ job satisfaction and dissatisfaction emerged as criterion variable. On the 
other hand, hygiene factors emerged as a predictor for the both satisfaction and 
dissatisfaction motivators. Further, hygiene factors were also not found to be equally 
exclusive. 
Xin and MacMillan (1999) examined the influence of workplace conditions on 
teachers’ job satisfaction. The results indicated that female teachers have higher 
satisfaction with their teaching-profession than their male counterparts. It was also 
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found that teachers who stayed for a longer period of time in their profession reported 
lower satisfaction to their teaching role. Further work place environment, teaching 
competence and organizational culture positively influenced the teachers’ satisfaction 
with their profession. The significant relationship was found between workplace 
conditions and teachers’ background characteristics. The gender gap in professional 
satisfaction was enhanced with increased in their teaching competence. 
Westhuizen and Smith (2001) found that there was a global inclination towards job 
dissatisfaction in education. Their results revealed that educators showed 
dissatisfaction with the implementation of a new educational policy, new job 
structures and inequitable placement. Hammermesh (2001) reported that changes in 
reward (increase or decrease) have positive impact on employees’ level of job 
satisfaction in the work setting.  
Johnsrud and Rosser (2002) conducted a study among faculty members to examine 
their morale and intention to leave. Results showed that perceived QWL of faculty 
members have significant effect on their morale and satisfaction.  
Bhuyan and Choudhury (2003) designed a study to explore the level of job 
satisfaction of the college teachers with respect to their gender, marital status, work 
experience and locality. Demographic information also gathered from the participants.  
The significant difference was observed in job satisfaction between male and female 
teachers. While there was no significant difference found between job satisfaction of 
married and unmarried, rural and urban as well as on the experience of college 
teachers.  
Kochar and Khetrapal (2006) investigated the stress, job satisfaction and locus of 
control among permanent and temporary college teachers. The results revealed that 
the permanent teachers experienced lower level of stress as compared to the 
temporary teachers. The permanent teachers have higher job satisfaction and coping 
score than temporary teachers. The significant negative relationship was found 
between stress and job satisfaction of permanent and temporary teachers. Permanent 
teachers would cope with stress in a better way as temporary teachers. The 
statistically significant positive relationship was found between job satisfaction and 
internal-external locus of control of college teachers. It was also observed that 
teachers who were satisfied with their jobs, experienced high internal locus of control. 
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The significant difference was reported with respect to internal-external locus of 
control among permanent and temporary college teachers like they have various job 
situations. 
Khaleque (2007) measured the job satisfaction among teachers who were associated 
with higher education of Barpeta district in Assam. The main objectives of the 
investigation were: (i) to determine the level of job satisfaction among the college 
teachers, (ii) to compare the job satisfaction of teachers working in urban areas with 
those of rural areas, (iii) to find out the relationship between job satisfaction and sex 
difference, and (iv) to find out the relationship between job satisfaction and job 
experience of college teachers. Results revealed that the degree of job satisfaction 
among the college teachers of higher education were not significant among both of 
rural and urban region of Barpeta district in Assam. The female college teachers 
reported higher mean score on job satisfaction than their male counterparts in general.  
Singh (2007) made an attempt to ascertain job satisfaction of teacher-educators in 
relation to their attitude towards their teaching profession. The aims of the 
investigation were: (i) to determine the job satisfaction of teacher educators with their 
attitude towards teaching, (ii) to explore the job satisfaction of male teacher educators 
with their attitude towards teaching, and (iii) to find out the job satisfaction of female 
teacher educators with their attitude towards teaching. The findings of the study 
reported that job satisfaction of teacher educators was positively related with their 
attitude towards teaching. But significant relationship was not found between job 
satisfaction and attitude towards teaching. The job satisfaction of male and female 
teacher educators was also found to have positive relationship with their attitude 
towards teaching. Further, significant relationship was not reported between their job 
satisfaction and attitude towards teaching profession.  
Dhillon, Ranu, and Phutela (2009) carried out a comparative study to determine the 
level of job satisfaction and dissatisfaction among various college teachers in state of 
Punjab. The results revealed that the degree of job satisfaction of college teachers of 
education were higher as compared to their degree of job dissatisfaction. Further, 
there was no significant difference found on job satisfaction and job dissatisfaction 
among different college teachers of education associated with three universities of 
Punjab.  
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Gopalkrishnan (2009) conducted a study on determinants of job satisfaction of self-
financing college teachers. Results indicated that job satisfaction was dependent on 
the relationship and co-ordination between the principal and faculty members. It was 
also found that self-financing college teachers exhibited satisfaction with the role of 
principal, parents and students, physical facilities, self-esteem and colleagues. But, 
they showed dissatisfaction towards their salary and benefit, achievement 
opportunities, academic policies, management and job security.  
Hasan and Ansari (2010) conducted a study to explore the influence of Type A and 
Type B behavioral patterns on job satisfaction and work commitment of school 
teachers.  The findings of study revealed three significant outcomes. In case of private 
school teachers only satisfaction with social need - a dimension of job satisfaction; 
and two dimensions of work commitment such as affective and normative 
commitment were found to be significant as function of differential influence of Type 
A and Type B behavioral patterns. In case of government school teachers, behavioral 
patterns were not found the differential influence on their job satisfaction and work 
commitment. Further, sample group of teachers as a whole irrespective to private and 
government schools, behavioral patterns again were not found the differential 
influence on their job satisfaction and work commitment.  
Abbas, Premi, and Jyoti (2010) had investigated the job satisfaction dimensions viz. 
financial, working condition, supervision, geographic location, advancement 
opportunities, organizational prestige and gender among faculties of 32 professional 
colleges located in metropolitan and proximate area, Delhi. The findings of this study 
reported the significant relationship between four factors but gender played no role to 
the job satisfaction of faculty members.  The positive satisfaction level with job was 
observed among them. They would have stayed on their current jobs when they would 
experience advancement opportunities along the organizational prestige and financial 
factors in the college settings. 
Rajareegam and Doss (2011) analyzed the job satisfaction of engineering college 
teachers in Puducherry. The obtained findings showed a positively platykurtic 
distribution on job satisfaction of college teachers on their job satisfaction which was 
indicated higher job satisfaction on current job among the engineering college 
teachers.                                                               
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Mangi, Soomro, Ghumro, Abidi, and Jalbani (2011) had undertaken a study to 
ascertain overall job satisfaction of non-Ph.D. faculty members in various universities 
of Sindh. The investigation was based on Herzberg’s (1959) two factor theory of job 
satisfaction i.e. motivator (advancement and recognition) and hygiene (interpersonal, 
policies, compensation) of job satisfaction. The aims of the study were: (i) to explore 
the relationship and effect of age, gender, qualification and number of years of non-
Ph.D. faculty members on compensation, interpersonal relation, policies, recognition 
and advancement and (ii) to find out the relationship and effect of selected job 
satisfier factors, compensation, interpersonal relation, policies, recognition and 
advancement with job satisfaction of non-Ph.D. faculty members.  Most of the faculty 
members were male, graduate, below 30 years of age, married and they have work 
experience of more than 5 years. The descriptive statistics were used to summarize the 
data.  The exploratory factor analysis using principal component analysis as extraction 
method with varimax rotation was applied to find out the underlying variance among 
the factors.  Cronbach’s Alpha results showed 0.81as reliability coefficient. Five new 
factors of job satisfaction found in the data analysis. The overall job satisfaction 
among the non-Ph.D. faculty members of universities was found to be very poor. The 
motivator and job satisfaction components were reported to have significant effect on 
the overall job of significance.  
Katoch (2012) conducted a study to analyze the job satisfaction among government 
college teachers in Jammu and Kashmir State. The college teachers were categorized 
in three levels on the basis of their designations e.g. Assistant Professors, Associate 
Professors and others. Results indicated that female college teachers were found to 
have higher job satisfaction as compared to their male counterparts. Per annum 
income was found an important determinant affecting the degree of job satisfaction of 
college teachers. 
Hsu and Chen (2012) studied the self-motivation, organizational commitment and job 
satisfaction of university faculty members in Taiwan. The main objectives of the 
study were: (i) to examine the faculty members’ self-motivation to pursue in-service 
education; (ii) to determine the association between their job satisfaction and 
commitment; (iii) to measure the degree of job satisfaction and organizational 
commitment of teachers who  participated in continuing education and those faculty 
members who  completed this experience; and (iv) to find out the difference of job 
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satisfaction and commitment to school between those faculty members who  
participated and those teachers who did not participated in continuing education. The 
major findings of the study were: the motivation of those teachers who were 
participated in in-service education was found to be high. Faculty members 
experienced higher extrinsic motivation as compared to the intrinsic motivation. 
Significant difference was not found on level of job satisfaction with continuing in in-
service education. Significant difference was not found between their organizational 
commitment and continuing in in-service education.  Those faculty members who 
achieved higher organizational commitment score while they held higher degree of 
the job satisfaction. This study was also found that those faculty members who 
finished their academic degrees experienced higher level of organizational 
commitment as compared to those faculty members who were studying their 
continuing education. 
Lal and Shergill (2012) conducted a comparative study to see the effect of gender on 
job satisfaction and attitude towards education of degree college teachers. The 
hypotheses of the study were: (1) there is significant difference in job satisfaction of 
male and female teachers of degree colleges and (2) there is significant difference in 
attitude towards education among male and female teachers of degree colleges. 
Results revealed that there is no significant difference between male and female 
degree college teachers on their job satisfaction. Furthermore, results showed that 
there was no significant difference between male and female degree college teachers 
on attitude towards education. They also found that men and women degree college 
teachers experienced the same level of job satisfaction and attitude towards education.  
Nagar (2012) undertook a study among teachers working in Jammu University. The 
major objectives of the study were: (i) to explore and test a model for burnout and its 
impact on job satisfaction and the subsequent influence of job satisfaction on 
organizational commitment and (ii) to make a linkage among burnout, job 
satisfaction, and organizational commitment of university teachers. The main findings 
of the study were; (a) all three determinants of burnout viz., depersonalization, 
reduced personal accomplishment, and emotional exhaustion lead to decreased level 
of job satisfaction; (b) the higher job satisfaction made greater contribution for 
organizational commitment; (c) out of all three factors of burnout, female teachers 
scored more on emotional exhaustion and lower on personal accomplishment, while 
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male teachers got higher scored on depersonalization; (d) female teachers indicated 
higher job satisfaction as compared to male teachers and (e) the organizational 
commitment was also found higher among female teachers as compared to their male 
counterparts.  
Kumar (2013) studied the determinants of job satisfaction among university teachers 
in Haridwar, Uttrakhand. The objectives of the study were: (i) to find the job 
satisfaction of the university teachers and (ii) to explore the determinants which affect 
the job satisfaction of the university teachers. Female university teachers were found 
to be more satisfied with their job than their male counterparts. Teachers’ per annum 
income emerged as a significant predictor of their degree of job satisfaction. The job 
satisfaction of the university teachers were not found to be related with their 
designations, family size, and number of earning members in the family. Seventy 
percent of the university teachers reported that their job profiling with educational 
qualifications, working in a desired profession, adequate salary, dignity, social-status 
and job security looking forwards towards high job satisfaction. 
Khalil (2013) conducted a study to find the effect of job satisfaction and work morale 
on quitting intention of Ph.D. faculty members. The participants of the study were 
Ph.D. faculty members of different public and private sector universities of Peshawar, 
Pakistan. The hypotheses were: (i) job satisfaction has positive and significant effect 
on intention of quitting job and (ii) work morale has positive and significant effect on 
intention of quitting job. The results revealed the positive and significant impact of 
work morale and job satisfaction on quitting intention of Ph.D. faculty members.  
Usman, Akbar, and Ramzan (2013) conducted a research to examine the impact of 
salary and stress on job satisfaction of teachers in District Sialkot, Pakistan. The 
findings revealed that salary emerged as significant predictor to job satisfaction of 
teachers. But no relationship was reported between job satisfaction and occupational 
stress. 
Saeed and Farooqi (2014) carried out a study among faculty members of Gujarat 
University, Pakistan. The main purpose of the study was to explore the relationship 
between work life-balance, job stress and job satisfaction of university teachers. The 
results of the study revealed that, there was no significant relationship between job 
stress and job satisfaction of university teachers. Moreover, work life balance showed 
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positive relationship with job satisfaction of university teachers. Further, R square 
change statistic was found to be .107 which represented the 10.7% actual contribution 
of job stress and work life balance together to job satisfaction of university teaching 
staff. 
Kumar and Kaur (2016) made an empirical analysis on job satisfaction in relation to 
the motivation of university teachers. The results indicated the positive relationship 
between job satisfaction and motivation of teachers. Further, most of the respondents 
reported high satisfaction with good infrastructure, working hours and interpersonal 
relationship with colleagues, administrators and students as well.  
Khan (2016) made an attempt to study the effect of multiple dimensions of perceived 
work environment on need satisfaction in Asia’s largest transport public sector 
organization the Indian Railways. The results revealed the significant zero-order 
correlation of perceived work environment with need satisfaction. Further, 
Robustness check to use ordinary least square (OLS) Multiple Regression Analysis 
was carried out and satisfied.  Multiple regression analysis showed that six 
dimensions of perceived work environment such as; effectiveness of 
supervision/management, working conditions, confidence in management, 
monetary gain, opportunity for growth and development, and citizenship 
behaviour and recognition at work emerged as critical predictors of need satisfaction 
and explained significant amount of variance. Magnitude of effect size for each 
predictor was calculated and found to be real and very large. 
Nordin, Yusuf, Sadikin, and Desa (2017) made an attempt to explore the job 
Satisfaction among educator staff in public universities of UiTM Samarahan Sarawak, 
Malaysia. The main objective of the study was to determine the relationship of 
between work commitment, work load, work environment, social relationship and 
remuneration with job satisfaction. Based on Krejcie Morgan sampling technique, a 
total of 210 respondents were chosen as respondents. The results of the study revealed 
the significant positive relationship of work commitment, work load, work 
environment, social relationship and remuneration with job satisfaction. Further, 
gender effect was not found in relation to the job satisfaction. 
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2.4 Organizational Commitment 
Porter, Steers, Mowday, and Boulian (1974) conducted a study on organizational 
commitment, job satisfaction and turnover of psychiatric technicians. They pointed 
out that the changes in job satisfaction were accounted more willingly as compared to 
the organizational commitment. Moreover, high QWL also probably affected to the 
job satisfaction. The employees’ organizational commitment was also influenced by 
their traits viz. leadership as well as communication styles (Decottis & Summers, 
1987). 
Williams and Hazer (1986) assessed the commitment model to examine the cause and 
effect relationship between job satisfaction and organizational commitment and 
further to find out the determinants of these variables. The results indicated 
relationship between personal/ organizational determinants and job satisfaction. The 
relationship was also reported between job satisfaction and work commitment. 
Furthermore, commitment was intended as a significant facet of turnover. 
Allen and Meyer (1990) observed the three major components of organizational 
commitment such as affective commitment, continuance commitment and normative 
commitment. All three components play very significant role in the development of 
organizational commitment model. The findings of the study reported that affective 
commitment and continuance commitment differently associated with different 
variables. On the other hand the distinction was found between affective and 
normative commitment but to some extent the connection was observed between each 
other. It was concluded that leadership style and high-quality management cannot be 
assured for high commitment of the employees. Hence, the quality of life at 
workplace put significant role to encouraging the work commitment of employees. 
In a further investigation, Meyer and Allen (1991) paid their attention on affective, 
continuance, and normative commitment to build up the multidimensional model of 
organizational commitment. They found that affective commitment came out as 
eminent component of organizational commitment as compared to the rest of the 
components to determine the organizational commitment among the employees. 
Wallace (1993) carried out a study to explore the professional and organizational 
commitment of teaching staff. The results revealed that teachers who have higher 
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level of professional commitment were found to be lower accounted on the 
organizational commitment at the academic workplace. 
Loui (1995) reported that the commitment in public organization was significantly 
correlated with the trust for organization, job involvement and job satisfaction. On the 
other hand, Fresko, Kfir, and Nasser (1997) explored the commitment among teaching 
staff. Their findings reported that the only teachers’ job satisfaction predicted their 
commitment.   
Wu and Short (1996) made an attempt to find the relationship of teachers’ 
empowerment with their job commitment and job satisfaction. The results revealed 
that there were three factors of teacher empowerment scale (SPES) such as 
professional growth, self-efficacy and status which emerged as significant predictor 
for the job commitment of the teachers. 
Wahn (1998) found that female professionals were experienced greater degree of 
continuance commitment than male professionals at the human resource management 
context. The results showed positive relationship between continuance commitment 
and tenure while negative relationship was found between level of education, level in 
hierarchy and continuance commitment.  Finally, it was observed that female workers 
were having equal or higher degree of organizational commitment at their work-
setting than male workers.  
Khan and Mishra (2002) made an attempt to estimate the canonical correlation 
between needs satisfaction and organizational commitment. Rail engine drivers of 
Indian Railways were subjected to an organizational development intervention to 
investigate how the five needs of need satisfaction are related with multi-dimensional 
organizational commitment in work settings. Results showed that needs of social 
attachment and esteem were significantly related with affective and normative 
commitment. Further, the canonical correlation between five need (Set-I) of need 
satisfaction and three sub-components (Set-II) of organizational commitment was also 
found to be significant. The Bartlett’s Chi-Square test was used to test the null 
hypothesis that k smallest population correlations are zero. The hypothesis was 
rejected and it was concluded that first canonical correlation was significantly 
different from zero. In comparison to the first canonical variate VR1 Rof organizational 
Chapter - 2 
78 
 
commitment, canonical variate U1 of need satisfaction was found to be a ‘better’ 
representative of its set.  
Mathew (2003) advocated that those teachers who achieved higher score on work 
values, experienced greater work commitment for the academic development in the 
degree colleges.   
Khan and Mishra (2004) measured the intensity of affective commitment to identify 
its best-fit need satisfaction antecedents among rail engine drivers. They found that 
rail engine drivers were experienced average level intensity of affective commitment. 
Multiple linear regression analysis (model with best-fit predictor) showed that 
satisfaction of social need passed on the criteria to predict the affective commitment. 
The importance of every need (R2 change) was also determined when each one was 
entered alone to predict affective commitment and it was compensation, social, 
autonomy, self-accomplishment, esteem and overall need satisfaction respectively. 
Dennis and Alan (2004) measured the organizational commitment in the educational 
context.  The findings indicated that gender emerged as strong determinant for the 
organizational commitment.  
Chughtai and Zafar (2006) framed a study to find out the effect of trust and job 
involvement on organizational commitment of Pakistani university teachers. 
Demographic variables (e.g., marital status, age, tenure and educational qualification) 
were also studied. The results revealed there was no significant influence of trust, job 
involvement and even demographic variables on organizational commitment of 
university teachers. Male teachers reported higher level of organizational commitment 
as compared to the female teachers. 
Cunninghams’ (2006) results revealed that: (i) the normative commitment to change 
was indicated significant influence on turn over intention; (ii) the correlation between 
affective commitment to change and turn over intention was completely intervened by 
coping and the change; and (iii) the connection between continuance commitment to 
change and turn over intention was just partially influenced by coping with change. 
The purpose of the Cunninghams’ investigation was to integrate the association of 
commitment to change in the organization, coping with change strategies and turn 
over intentions among staff. 
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Popoola (2006) examined the role of demographic variables in relation to 
organizational commitment of records management personals in Nigeria state 
universities. The findings revealed that there was significant impact of demographic 
factors (i.e. gender, age, marital status, length of service, and educational 
qualification) on organizational commitment of the respondents. This study suggested 
the important role of demographic factors in proper placement and making effective 
organization. 
Sabagheyan, Tondnevis, Mozafari, and Zareei (2006) carried out a comparative study 
on different dimensions of organizational commitment among full and part time 
physical education lecturers in Islamic Azad University, Iran. The full and part time 
lecturers showed significant difference on affective commitment, continuance 
commitment, normative commitment and overall organizational commitment. 
Renuka (2008) conducted a study to examine the personality and adjustment 
correlates of organizational commitment of college teachers of Haryana state. The 
significant correlation was found at 0.05 level of significance. Results also indicated 
the significant correlation between different dimensions of adjustment viz., home 
adjustment, health adjustment, emotional adjustment and occupational adjustment 
with organizational commitment of degree college teachers. 
Somers (2009) made an attempt to examine the combined effect of affective, 
continuance and normative commitment. Results revealed that the job stress had been 
significantly related with affective and normative commitment. The significant 
correlation was not found between job stress and continuance commitment. In another 
study, Wells, Minor, Anger, Matz, and Amato (2009) found positive correlation 
between job stress and organizational commitment. While negative association was 
reported between job stress and career commitment. 
Idris (2010) studied the role of strain, cynicism, professional efficacy, and 
organizational commitment among academicians of Malaysian public universities. In 
this investigation the longitudinal survey was conducted. The findings reported that 
role ambiguity was significantly affected to strain while cynicism was influenced by 
strain.  Role ambiguity, strain and cynicism confirmed integrated relationship. The 
path investigation had been accounted that the paths of role ambiguity, strain, 
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cynicism, organizational commitment and turnover intention were intended towards 
critical paths of the model.    
Munir and Sajid (2010) conducted a study on locus of control (LOC) as a predictor of 
organizational commitment of University Professors in Pakistan. The results revealed 
that those Professors who have high internal locus of control reported high score on 
affective as well as normative commitment while high external locus of control staff 
experienced more continuance commitment. 
 Cai-feng (2010) looked on the performance of university teachers on the account of 
their organizational commitment, job stress, mental health and achievement 
motivation. The obtained results showed that the teachers’ prolonged work 
commitment was negatively affected to work performance whereas emotional 
commitment was positively affected to their work performance. The work stress was 
found to be positively influencing thework performance while poor mental health 
negatively affected for the teachers’ work performance. The positive relationship was 
found between achievement motivation and mental health of university teachers. 
Bi and Ansari (2011) investigated self-concept and organizational identification as 
determinants of organizational commitment and job satisfaction of university 
teachers. Their findings based on overall sample revealed the following: self-concept 
and organizational prestige dimension of organizational identification emerged as 
significant predictors of affective commitment. Self-concept, organizational prestige, 
organizational belongingness and overall organizational identification emerged as 
significant predictors of continuance commitment. Self-concept, 'organizational 
belongingness, transparency, and overall organizational identification emerged as 
significant predictors of normative commitment. Self-concept, organizational 
belongingness, and overall organizational identification emerged as significant 
predictors of overall organizational commitment. Supervisory behaviour and overall 
organizational identification emerged as significant predictors of job satisfaction. 
Klassen and Chiu (2011) designed a comparative study on occupational commitment 
and quitting intention among practicing and pre-service teachers. Findings indicated 
that pre-service teachers experienced higher level of commitment as compared to the 
practicing teachers. Furthermore, pre-service teachers tend to have lower level of 
overall stress than practicing teachers. The teachers’ performance determinants such 
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as; self-efficacy, job stress, and teaching context affected their occupational 
commitment and quitting intention among both practicing as well as pre-service 
teachers.  
Bali and Vaidya (2012) conducted the study on organizational commitment of faculty 
members based on three component model given by Meyer and Allen (1991) such as 
affective, continuance and normative commitment. This research investigation done 
in the Dr. Y.S. Parmar University of Horticulture & Forestry at Nauni, Solan in state 
of Himachal Pradesh. Faculty staff was reported higher degree of organizational 
commitment in the university setting. On the other hand 68% faculty members were 
emotionally committed in their work setting while 46% respondents showed high 
satisfaction regarding their current job.  About 74% faculty members hold on high 
level of norms and values in the university. 
Zilli and Zahoor (2012) made an attempt to examine the level of organizational 
commitment of male and female higher education faculty members. The findings 
indicated that female faculty members tend to have significantly higher level of 
organizational commitment as compared to their male counterparts. Similar result was 
found by Islam, Ahmad, Ahmed, Ahmad, Saeed, and Muhammad (2012) that female 
faculty staff scored higher mean scores on organizational commitment than male 
faculty members.  
Khan, Shah, Hassan, Khan, and Khan (2013) set out an investigation to explore the 
demographic characteristics in relation to the commitment of faculty members in 
Higher Education Institutions (HEIs) in Pakistan. The hypotheses of the study were: 
(i) there is same organizational commitment level among male and female teachers of 
HEIs in Pakistan, (ii) the marital status does not affect the level of organizational 
commitment, (iii) there is no statistically significant difference on the commitment 
level of faculty of HEIs on the basis of their age and (iv) domicile does not cause 
change in the mean of commitment level of faculty of HEIs of Pakistan. The findings 
indicated that demographic factors viz. gender, marital status, domicile with respect to 
province, etc. positively affected the organizational commitment of faculty members 
in Higher Education Institutions (HEIs) in Pakistan. 
Matata, Elegwa, and Maurice (2014) conducted a study on job-related factors and its 
effect on organizational commitment of part-time academic staff in higher education 
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institutions (HEIs) in Kenya. The regression analysis indicated that job-related factors 
(co-worker support, access to resources, supervisor support) emerged as significant 
predictor for affective commitment. These factors showed 33.6% variance in affective 
commitment. On the other hand, job-related factor such as co-worker support reported 
3% variance to significantly predict the continuance commitment of part-time 
academic staff in HEIs. At last job related factors characteristics (role clarity and 
access to resources) significantly predicted to the normative commitment of the 
respondents. It accounted 10.5% variance in the criterion variable. 
Nifadkar and Dongre (2014) carried out a cross-sectional survey on teaching staff of 
Girls’ College, Pune, India. The purpose of this study was to determine the impact of 
job satisfaction and demographic characteristics on organizational commitment of 
teaching staff. Data were analyzed by means of correlation and regression analysis. 
The findings of the study revealed that (i) there was significant positive correlation 
between job satisfaction and organizational commitment of teachers, (ii) the 
significant positive correlation was found between age and organizational 
commitment of teachers and (iii) the negative correlation was found between 
educational qualification of teachers and their organizational commitment. 
Farid, Izadi, Ismail, and Alipour (2015) made an attempt to explore the relationship 
between QWL and organizational commitment among lecturers in a Malaysian public 
research university. The target population of the research was considered to be all the 
lecturers. The results indicated the high significant positive relationship of QWL and 
it’s all dimensions viz., fair and appropriate compensation, work condition, use and 
development of capacities, chance of growth and security, social integration, 
constitutionalism, work and total space of life and social relevance with 
organizational commitment. In addition, all dimensions emerged as predictors of 
organizational commitment except work and total space of life. 
Khan (2015a) made an effort to explore the moderating effect of personal background 
variables on the relationship of multi-dimensional organizational commitment and 
perceived work environment of loco pilots of Indian Railways. He used the sub-group 
analysis to determine the referent effect of personal background variables (age, total 
dependent family members, income, length of service, and service in present grade) 
on the relationship of multi-dimensional organizational commitment and perceived 
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work environment. Results indicated that age, length of service and service in present 
grade have moderating effect on the relationship of multi-dimensional organizational 
commitment and perceived work environment whereas, dependent family members 
and income do not found to have any moderating effect between the two.  
Khan (2015b) investigated causal paradigm and antecedents of organizational 
commitment for loco pilots of Indian Railways. Results revealed the direct effect of 
satisfaction of social needs, citizenship behavior and recognition at work and work 
relations on organizational commitment None of the direct effect was found to be 
particularly large. In addition, the cumulative indirect effect of these variables on 
organizational commitment of loco pilots was reported significant. Satisfaction of 
social needs, citizenship behavior and recognition at work and work relations 
individually and in conjunction with influences the organizational commitment of 
loco pilots. The results suggest that Indian Railways may need to focus more on these 
variables in spawning greater commitment among loco pilots.  
Rana and Agrawal (2016) conducted a study to find out the impact of demographical 
variables (gender, age, educational qualification, experience and gross income) on the 
level of affective commitment of academic staff of management institutions. Findings 
indicated that demographic variables showed a moderate association with the 
affective commitment while; gender, experience and income came out as significant 
predictors for affective commitment of academic staff. Further, results based on t-test 
revealed that male staff having high affective commitment as compared to female 
staff. 
Devi and Vijayakumar (2016) conducted a study to observe the influence of morale 
on organizational commitment with special reference to college teachers who were 
divided into three categories namely; government, aided and self-financing colleges. 
Analysis indicated that teachers having high level of morale and organizational 
commitment. Government college teachers reported highest level of overall morale 
while self-financing teachers reported lowest morale. The significant difference was 
observed in the level of morale among the government, aided and self-financing 
teachers. Further, self-financing college teachers reported highest level of 
organizational commitment while government college teachers reported lowest 
commitment. But the significant difference was not found in organizational 
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commitment among the three groups. The structural equation modeling shows that 
morale explained 30% variance in organizational commitment of teachers. 
Ali and Patanaik (2017) made an attempt to examine organizational climate and 
organizational culture as predictors of organizational commitment among managerial 
personnel. The study was carried out in different private and public sector 
organizations located in Delhi and NCR (National Capital Region). Data was 
collected from 300managers through convenient sampling method. Results revealed 
that the dimensions of organizational climate and organizational culture emerged as 
significant predictors of organizational commitment of managers working in public 
and private sector organizations. Further, results based on t-test showed the significant 
difference between means of all measured variables. 
Khan, Parveen, and Khan (2017) carried out a study to examine the correlation 
between need satisfaction and organizational commitment of teachers working in 
higher academic institution. The findings indicated that the need satisfaction and 
organizational commitment was positively and significantly correlated with 
organizational commitment. While studying the level of need satisfaction in reference 
to gender, it was observed that male teachers were more satisfied than female 
counterpart, though statistically significant difference was not reported. However, 
there was no significant gender difference was found in organizational commitment.  
In reference to marital status, married teachers’ needs were satisfied than unmarried. 
Similar pattern was observed in case of organizational commitment for married 
followed by unmarried teachers. 
2.5 Summary of Chapter 
In this chapter an attempt has been made to revisit the literature about QWL, Self-
efficacy, Job satisfaction and Organizational commitment under study. An effort has 
also been made to determine the correlates, predictors and moderator of relationship 
between predictor and criterion variable. Literature review on major variables gave an 
indication that researcher in general have been more interested in examining the 
relationship only rather than the factor (moderator) influencing the relationship. 
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Chapter - 3 
METHODOLOGY 
Methodology is a backbone of any research investigation that comprises with various 
steps that must be undertaken for systematic and objective research. Each step of 
research methodology have its’ own importance in every research discipline. The aim 
of any research is to find out the factors and things that exist in our environment and 
have direct/indirect effect upon us, but we do not have an idea about them. In social 
sciences, research should be conducted in a planned and objective manner to identify 
the factual answers regarding the research objectives and interpret the findings 
logically to examine the relationships and/or add something new in the existing body 
of knowledge.   
3.1 Design of the Study 
Empirical research in social sciences proceeds in variety of settings and contexts. 
Social phenomena are usually interrelated with numerous variables and control of 
variables is difficult at best. The current research is quantitative and statistically 
correlational and predictive in nature. The central characteristic of the design was 
to study the Quality of Work Life, Self-efficacy and Job Satisfaction as predictors of 
Organizational Commitment among University Teachers. Search was made on 
various facets of quality of work life, self-efficacy and job satisfaction to find out 
the correlates of organizational commitment, which will serve as a basis for 
prediction of organizational commitment. Further, demographic variables such as 
age and teaching-experience were taken as moderator, to see the changes in 
relationship between proposed predictors and criterion variable. 
3.2 Sample 
Studies of behavioral sciences are conducted on a representative subset of a target 
population. A representative sample of teachers was selected ensuring the quality and 
features of whole population. In the present study, faculty members teaching in 
Aligarh Muslim University (AMU), an Indian Central University established in 1920 
was the target population. The “US News and World Report and Times Higher 
Education” have graded AMU as 2nd best university of the country. However, the 
prestigious Week-Hansa best Indian University survey has rated AMU as the 4th best 
Chapter -3 
86 
 
university of the country. The National Institutional Ranking Framework, Govt. of 
India has placed the AMU as the 6th best university amongst the top 10 institutions of 
the country. “Outlook” a weekly general interest English news magazine survey of 
India’s best professional Colleges, “Zakir Hussain College of Engineering and 
Technology” of AMU climbed from 46 to 35th position. “India Today” a weekly 
English news magazine survey has placed Law Faculty as the 6th best Law School in 
India. Department of Mathematics of AMU has been graded 69th best in the world. 
Medical College of AMU is at the 12th rank amongst 400 Medical Colleges of India 
and Fine Arts Department as the 10th best in the country.  
For multiple regression analysis, Green (1991) suggested the formula of sample size 
as 30 + 8K. Where, K refers to the number of variables taken into the study. Hence, 
for fifteen variables (eleven predictors and four criteria) required sample size is 150 
respondents. Moreover, Carvalho (1984) developed a method of sample size 
determination in the following manner. 
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Table 3.1  
Sample Size Determination 
Population 
Sample Size 
Small Medium Large 
51-90 5 13 20 
91-150 8 20 32 
151-280 13 32 50 
281-500 20 50 80 
501-1200 32 80 125 
1201-3200 50 125 200 
3021-10000 80 200 315 
1001-35000 125 315 500 
35001-150000 200 500 800 
 
The sanctioned strength of teaching staff (Asst. Professor, Associate Professor and 
Professor) of AMU is 1385. Based on the criterion as shown in Table 3.1 a sample 
size of 200 respondents shall be sufficient. For the present study sample size was 
decided 300 teachers. Teachers teaching in different faculties of the university were 
selected using the stratified random sampling. In stratified random sampling, the 
strata were formed based on teachers’ strength in the faculty. In the sample, the mean 
age of the teachers was 45.28 years with 26 years as minimum and 64 years as 
maximum. The mean teaching-experience of the teachers was 16.51 years and was 
ranges from 2 to 35 years. The detailed break-up of the sample in reference to 
demographic characteristics is given in Table-3.2. 
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Inclusion Criteria 
The inclusion criterion was voluntarily willingness of respondents in the study. Both 
male and female faculty members were included. Further, all level of teaching staff 
such as Professor, Associate Professor, and Assistant Professor comprise the sample. 
Exclusion Criteria 
The teachers who were having less than 2 years of teaching experience and others 
who had not attempted all items of any of the all scales were excluded from the 
sample. 
3.3 Measures 
Four standardized psychometric measures were used to study the quality of work 
life, f self-efficacy, of job satisfaction and organizational commitment of 
university teachers. The description of the measures used in the present study is 
discussed in the following paragraphs. Manuscripts of the measures are attached as 
Appendix- B, C, D and E. 
Table 3.2 
Demographic Characteristics 
Gender Qualification Designation Age Teaching-
Experience 
Group No. % Level No. % Rank No. % Yrs. No. % Yrs. No. % 
Male 150 50 PhDs 210 70 Prof. 77 25.6 26-35 69 23 1-10 97 32.3 
Female 150 50 PGs 90 30 Assoc.  
Prof. 
89 29.7 36-45 83 27.7 11-20 106 35.4 
      Asst. 
Prof. 
134 44.7 46-55 89 5.6 21-30 70 23.3 
         56& 
above 
59 19.7 31-40 27 9 
Total 300   300   300   300   300  
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Personal data sheet 
The personal data sheet was designed to help researcher to have basic background 
information about the respondent. The sheet consists of information pertaining to 
age, gender, designation, educational qualification, and teaching-experience. The 
respondents’ were not allowed to write their name or putting the signature at any 
of the sheet/measures but requested to write Permanent Identification No. (PID). 
PID of teachers was helpful to ensure correctness of demographic information. 
The personal data sheet is placed as Appendix-A. 
Quality of Work Life Scale (QWLS) 
The development and standardization of quality of work life scale was as a part of 
present research work. Bilingual (Hindi and English) QWL scale was developed and 
standardized on the target sample (Ansari, Khan, & Khan, 2016). The scale comprises 
with 33 items on a 5-point Likert scale with anchors labeled (1=Strongly Disagree and 
5=Strongly Agree). The minimum and maximum score of the scale ranges from 33 to 
165. Higher the score higher is the quality of work life and vice-versa. The reliability 
(Cronbach’s α) of the scale was found to be 0.92 which is significant at (p<0.001) 
level of significance and confirms an excellent reliability of the scale (George & 
Mallery, 2003). Content (Face and logical) validity of the scale was verified by 
number of experts and academicians. Using a more structured method, exploratory 
Factor Analysis was carried out and eight factors emerged in the analysis, as 
named as citizenship behavior & recognition at work, confidence in management, 
working conditions, opportunity for growth & development, work relations, 
organizational climate, belongingness and organizational transparency. The percent 
of variance accounted by factors varies from 3.10% to 29.54%. In summing up all 
eight factors explained 57.71% of the total variance which confirms the high 
factorial/construct validity. Further, Inter-factorial correlations found to be significant 
(p<0.001) and ranges from 0.46 to 0.88, which substantiated inter factorial validity of 
the scale. The internal consistency and factorial/construct validity of the scale are 
quite high and this gives a support that the scale is highly reliable and valid. Table 3.3 
shows the dimensions, direction of scoring and number of items. 
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Table 3.3  
QWL Dimensions, Direction of Scoring and no. of Items 
Dimensions 
Items No. 
of 
Items Positive Negative 
1.Citizenship Behaviour & Recognition 
at Work 
1,2,4,9,10,11,14,19,21 3 10 
2. Confidence in Management 17,25,27,28,29,30  6 
3.Working Conditions 12,13,16 20 4 
4.Opportunity for Growth & 
Development 
5,15,26  3 
5. Work Relations 31,32,33  3 
6. Organizational Climate 18,22  2 
7. Belongingness 23,24  2 
8. Organizational Transparency  6,7,8  3 
Total 31 02 33 
 
The detailed item analysis regarding development and standardization of quality of 
work life scale is placed as Appendix - B. 
General Self-Efficacy Scale 
General Self-Efficacy Scale was developed by Schwarzer and Jerusalem (1995). 
Initially, the scale was developed in German with 20 items but later on it was 
translated in English and reduced 10 items. Sud (2002) adopted the scale in Indian 
context and translated from English to Hindi. This 10 items bilingual (English & 
Hindi) was used in present study. This scale contained in four point response 
categories such as; (1) not at all true; (2) hardly true; (3) moderately true; and (4) 
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exactly true. The overall score of the scale was considered in this research. The 
minimum and maximum score of the scale ranges from 10 to 40. Higher the score 
higher is the self-efficacy and vice-versa. The reliability coefficient of the scale was 
ranging from 0.76 to 0.90. The reliability of the scale was verified on the target 
sample and Cronbach’s alpha was found to be 0.71 which is moderate but adequate to 
accept as suggested by George and Mallery (2003). Exploratory Factor Analysis 
explained 57.48% of the total variance which confirms the high construct/factorial 
validity. The confirmatory factor analysis (CFA) was conducted to verify the 
dimensionality. The internal consistency and construct/factorial validity of the scale 
verified and this gives a support that the scale is reliable and valid. The scale is placed 
as Appendix - C. 
Job Satisfaction Scale 
This scale was developed by Singh (1989) to assess the employees’ job satisfaction. 
The scale comprises with 20 items on a 5-point Likert scale with anchors labeled 
(1=Highly Dissatisfied and 5=Highly Satisfied). The overall score of the scale was 
considered in this research. The minimum and maximum score of the scale ranges 
from 20 to 100. Higher the score higher is the job satisfaction and vice-versa. The 
standardized Cronbach’s alpha was 0.96 as reported by Singh. Further, the reliability 
was verified on the target sample and Cronbach’s alpha was found to be 0.91 which 
confirms the scale has excellent reliability (George & Mallery, 2003). Exploratory 
Factor Analysis explained 49.65% of the total variance which confirms the high 
construct/factorial validity. The confirmatory factor analysis (CFA) was conducted to 
verify the dimensionality. The internal consistency and construct/factorial validity of 
the scale verified and this gives a support that the scale is reliable and valid. The scale 
is placed as Appendix - D. 
Organizational Commitment Scale 
Organizational Commitment scale was developed by Shah and Ansari (2000). This 
scale composed of three components which are; affective commitment, continuance 
commitment and normative commitment. The scale comprised 15 items in bilingual 
(English and Hindi) and each component includes 5 items. The responses were on a 7-
point Likert scale with anchors labeled (1=Strongly Disagree and 7=Strongly Agree). 
The minimum and maximum score of the scale ranges from 15 to 105. Higher the 
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score higher is the organizational commitment and vice-versa. The reliability 
coefficient of scale was 0.80 and the congruent validity 0.76 as reported by Shah and 
Ansari. Further, the reliability was verified on the target sample and Cronbach’s alpha 
was found to be 0.88, which confirms the scale has good reliability (George & 
Mallery, 2003).  
Exploratory Factor Analysis explained 46.46% of the total variance which confirms the 
high construct/factorial validity. The confirmatory factor analysis (CFA) was 
conducted to verify the dimensionality. The internal consistency and construct/factorial 
validity of the scale verified and this gives a support that the scale is reliable and valid. 
Table 3.4 shows the components, direction of scoring and number of items. 
Table 3.4  
Organizational Commitment Components, Direction of Scoring and no. of Items 
Components  Items No. of 
Items 
Positive Negative 
1. Affective Commitment  1,2,3,4,5  - 5 
2. Continuance Commitment  6,7,8,9 10 5 
3. Normative Commitment  11,12,14,15 13 5 
Total 13 2 15 
The scale is placed as Appendix - E. 
3.4 Procedure 
Teachers were contacted individually. They were explained about the utility of the 
study and requested with due respect to extend their cooperation for success of the 
study. Great care was taken to address any misunderstanding about the purpose of the 
study and they were told that it is to be used only for research. They were requested to 
discuss when they feel any difficulty in understanding and resultant response of the 
items, but not to leave any item un-attempted. They were assured of the 
confidentiality that their identity would not be disclosed at any stage.  
Chapter -3 
93 
 
The order of the tools administration was Quality of work life scale, Self-efficacy 
scale, Job satisfaction scale, Organization commitment scale and at last personal 
data sheet.  
3.5 Statistical Analyses 
Keeping in view the nature of the data, research design and objectives of the present 
study; a number of statistical techniques, namely, Item Analysis, Exploratory/ 
Confirmatory Factor Analysis, Pearson Product Moment Correlation, Multiple Linear 
Regression Analysis and Moderation Analysis were used.  The analyses were carried 
out using software SPSS 20 and Statistica 8. 
3.6 Chapter Summary 
Research is a creative exploration of some socially and academically significant issue 
with a scientific temper. However, there is a danger associated with descriptive 
exploration that researcher may get lost in the unknown wilderness of relative, 
multiple and subtly changing social and scientific realities. So, it is necessary to have 
a guiding framework for further research along with sound scientific valid parameters 
which can be used for deriving research findings. The current research also tries to 
achieve its objectives by adopting a scientific framework. Sample size for the study 
selected scientifically, standardization of tools ensured along with revisiting the 
psychometric properties. While, making an attempt to imbibe these points, this 
chapter has discussed the research design, inclusion and exclusion criteria of subjects 
and other methodological details. 
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Chapter - 4 
RESULTS AND DISCUSSION 
Keeping in view the objectives and hypotheses of the present research, statistical 
analyses outputs, results and discussion are being presented in four stages. Initially, 
Item analysis and Exploratory Factor Analysis was carried out to examine reliability 
and validity to standardize the Quality of Work Life scale. At the second stage, 
Pearson Product Moment Correlation (Zero Order) was calculated in order to 
determine the relationship of major demographic characteristics (age and teaching-
experience), predictor and criterion variables. At the third stage, Multiple Linear 
Regression Analysis (MLRA) was used in order to identify the significant predictors 
and goodness of fit of the model. Finally, moderation analysis was undertaken to 
examine the role of moderators (age and teaching-experience) on the relationship 
between predictor and criterion variable.  
4.1 Development and Standardization of the Quality of Work Life Scale 
Operational definition of Quality of Work Life was finalized and Subject Matter 
Experts (SMEs) of psychology were contacted and aim of the developing the scale 
was explained to them. With the experts’ opinion, eight dimensions for the scale 
were finalized and they were citizenship behaviour & recognition at work, 
confidence in management, working conditions, opportunity for growth & 
development, work relations, organizational climate, belongingness and 
organizational transparency. Items for the scale prepared and first draft of the scale 
comprises 48 items with five point Likert scale with anchors labeled (5=Strongly 
Agree and 1=Strongly Disagree).  
The scale was administered on a representative sample of 200 male and female 
teaching staff. After scoring the items of each respondent, the scores were arranged in 
descending order (highest scoring to the lowest). Two separate groups, one of 27% 
from the highest scoring and other of 27% from the lowest scoring were made. Inter 
correlation matrix was examined in order to overcome existence of multicollinearity 
and singularity of items in the scale. On examining the correlation matrix, 15 items 
having the multicollinearity and singularity were excluded and the final scale 
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comprised 33 items. The multicollinearity and singularity in items was also verified 
through prerequisite values of tolerance and variance inflation factor (VIF). 
The final manuscript of the scale with 33 items was administered to a sample of 300 
teaching staff of AMU. The total score of the scale varies from 33 to 165 and can be 
inferred as higher the score higher the Quality of Work Life. Scores for dimensions 
were also calculated. The mean age of the staff participated in the development and 
standardization of scale was 45.28 years with 26 years as minimum and 64 years as 
maximum. The teaching-experience of the respondents was varying from 2 to 35 
years with 16.51 years as mean. Equal number of participants was male and female. 
In terms of educational qualifications they were 90 and 210 PGs and Ph.D. 
respectively. In rank they were 134 Assistant Professors, 89 Associate Professors and 
77 Professors.  
Reliability 
Cronbach’s alpha was calculated to determine the internal consistency of the QWL 
scale. It was 0.92 and significant at (p<0.001) level of significance. The internal 
consistency of the scale is quite high and this gives a support that the scale has 
excellent reliability (George & Mallery, 2003). 
Validity 
Content (Face and logical) and construct validity of the scale was verified by 
number of experts and academicians. There are various methods to establish 
construct validity of the scale. More structured method using Exploratory Factor 
Analysis present the evidence of the scale’s factorial validity. Using Principal 
Component Analysis for extraction and Varimax method for rotation, eight factors 
emerged considering factors loading 0.40 and above. The percent of variance 
accounted by factors varies from 3.10% to 29.54%. In summing up all eight factors of 
QWL explained 57.71% of the total variance. This confirms the high 
factorial/construct validity of the scale. Further, inter-factorial validity of the scale 
was examined and all factors correlated positively and significantly (p<0.001) to each 
other. The Cronbach’s Alpha for each factor of QWL was varying from 0.46 to 0.88. 
This confirms that QWL scale is reliable as well as valid. Therefore, H1 is supported. 
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4.2 Pearson Product Moment Correlation (Zero Order) 
Pearson Product Moment correlations of demographic characteristics viz., age and 
teaching-experience, predictor variables Quality of Work Life and its dimensions 
(citizenship behaviour & recognition at work, confidence in management, working 
conditions, opportunity for growth & development, work relations, organizational 
climate, belongingness and organizational transparency), Self-Efficacy and Job 
Satisfaction with criterion variables Organizational Commitment and its components 
(affective commitment, continuance commitment and normative commitment) were 
examined for university teachers and shown in Table 4.1. 
Table 4.1 showed that overall quality of work life and its all dimensions (citizenship 
behaviour & recognition at work, confidence in management, working conditions, 
opportunity for growth & development, work relations, organizational climate, 
belongingness and organizational transparency) was positively and significantly 
correlated with organizational commitment as well as to its all components (affective, 
continuance and normative commitment). Therefore, H2a is supported as probability 
to support the hypothesis was (p<0.001) level of significance. Findings indicated that 
as the level of quality of work life of university teachers increases, their commitment 
also increases. Thus, it can be inferred that university teachers who experienced 
higher level of quality of work life, showed higher level of organizational 
commitment to become loyal with the university in true sense. It is universally true 
that when an employee develops coherent sets of perception about his/her quality of 
work life; their emotional attachment, identification with involvement in institutional 
matters, awareness with cost of leaving the institution and obligation to stay with the 
institution/organization will definitely increase in all likelihood. 
The findings of the present research can be supported by several past research studies 
such as; Nia and Maleki (2013) reported the positive relationship between the QWL 
and organizational commitment of faculty members. Further, Farid, Izadi, Ismail, and 
Alipour (2015) found the significant positive relationship between QWL and 
organizational commitment among lecturers in a Malaysian public research 
university. Moreover, Khan (2015) observed the significant positive relationship 
between QWL and organizational commitment among clerical-staff of Aligarh 
Muslim University. 
Chapter - 4 
97 
 
Table 4.1 showed that self-efficacy was positively and significantly correlated with 
organizational commitment as well as to its all components (affective, continuance 
and normative commitment). Therefore, H2b is supported as probability to support 
the hypothesis was (p<0.001) level of significance. Findings indicated that as the level 
of self-efficacy of university teachers increases, their commitment also increases. 
Thus, the results empirically confirmed that those university teachers who have higher 
level of self-efficacy were found to have higher level of organizational commitment in 
the university. It can be understood that when teachers having high self-efficacy they 
develop their own ability to complete tasks and reach goals which confirms their high 
level of organizational commitment. 
The findings of the present research can be supported by several past researches such 
as; Jex and Bliese (1999) conducted a multilevel study and found high positive 
relationship between self-efficacy and organizational commitment.  Sinha, Talwar, 
and Rajpal (2002) studied the members of Tata Engineering and Locomotive 
Company of India and reported the positive relationship between self-efficacy and 
organizational commitment. More recently, Agarwal and Mishra (2016) reported the 
significant positive relationship of self-efficacy with organizational commitment and 
its components (affective, continuance, and normative) among revenue personal. 
Table 4.1 showed that job satisfaction was positively and significantly correlated with 
organizational commitment as well as to its all components (affective, continuance 
and normative commitment). Therefore, H2c is supported as probability to support 
the hypothesis was (p<0.001) level of significance. Findings indicated that as the level 
of job satisfaction of university teachers increases, their commitment also increases. 
Thus, the results empirically confirmed that those university teachers who are highly 
satisfied were found to have higher level of organizational commitment in the 
university. High job satisfaction brings the greater job motivation, positive emotion 
and attitude among the employees which enables them to show a maximum effort in 
achieving the organizational goals. 
The findings of the present research can be supported by a vast number of previous 
studies. Loui (1995) reported that the commitment in public organization was 
significantly correlated with the trust for organization, job involvement and job 
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satisfaction. On the other hand, Fresko, Kfir, and Nasser (1997) also found the 
relationship between job satisfaction and commitment among teaching staff.  
Hsu and Chen (2012) studied the job satisfaction and organizational commitment of 
university faculty members in Taiwan. They found that those faculty members who 
achieved higher organizational commitment score while they held higher degree of the 
job satisfaction. Similar result was reported by Nagar (2012) among teachers working 
in Jammu University.   Further, Nifadkar and Dongre (2014) carried out a cross-
sectional survey on teaching staff of Girls’ College of Pune and found the significant 
positive relationship between their job satisfaction and organizational commitment. 
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Table 4.1 
Inter-correlation: Demographic Characteristics, QWL, Self-Efficacy Job Satisfaction and Organizational Commitment 
Variables 
Personal 
Back-
ground 
Quality of Work Life 
Self-
Efficacy 
Job 
Satisfacti
on 
Org. Commitment 
D1 D2 X1 X2 X3 X4 X5 X6 X7 X8 X9 X10 X11 Y1 Y2 Y3 Y4 
Personal 
Background 
D1 1 .95 .25 .19 .22 .21 .18 .11 .12 .23 .27 .12 .24 .34 .38 .31 .37 
D2  1 .24 .17 .22 .19 .18 .09 .12 .22 .26 .15 .24 .34 .36 .30 .36 
Quality of Work 
Life 
X1   1 .59 .55 .56 .53 .43 .33 .64 .89 .30 .77 .38 .30 .49 .42 
X2    1 .47 .50 .51 .53 .42 .41 .79 .36 .64 .34 .28 .41 .38 
X3     1 .42 .45 .42 .32 .47 .72 .20 .58 .31 .26 .37 .34 
X4      1 .36 .41 .38 .49 .70 .24 .55 .32 .31 .45 .40 
X5       1 .33 .24 .35 .66 .19 .53 .24 .22 .32 .29 
X6        1 .41 .33 .62 .22 .53 .23 .24 .31 .28 
X7         1 .27 .51 .15 .43 .18 .14 .24 .20 
X8          1 .70 .19 .53 .31 .25 .38 .35 
X9           1 .34 .82 .42 .35 .53 .48 
Self-Efficacy X10            1 .33 .38 .28 .42 .39 
Job Satisfaction X11             1 .44 .31 .53 .47 
Org. Commitment 
Y1              1 .82 .74 .93 
Y2               1 .74 .92 
Y3                1 .91 
Y4                 1 
 
r=0.11 (p<.05), 0.15 (p<.01), 0.19 (p<.001)  One-Tailed. 
D1=Age, D2=Teaching-Experience, X1= Citizenship behaviour & recognition at work,, X2=Confidence in Management, X3=Working Conditions, X4=Opportunity 
for growth & development, X5=Work Relations, X6=Organizational Climate, X7= Belongingness, X8=Organizational Transparency, X9=Overall Quality of Work 
Life, X10=Self-efficacy, X11=Job Satisfaction, Y1=Affective commitment,  Y2=Continuance commitment, Y3=Normative commitment, Y4=Overall organizational 
commitment. 
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4.3 Multiple Linear Regression Analysis 
In the current research Multiple Linear Regression Analysis (MLRA) was used to 
identify significant predictors among quality of work life, self-efficacy and job 
satisfaction for organizational commitment as criterion variable. Before performing 
the analysis, variables were examined for fulfillment of the assumptions of multiple 
linear regression e.g., linearity, heteroscedasticity, multicollinearity, normality, and 
independence which are shown in Table 4.2. 
 
Table 4.2 
Robustness checks for Multiple Regression Analysis 
M
od
el
 
C
ri
te
ri
on
 
R2 Test of robustness 
 
Whether 
robustness 
verified 
Linearity 
Residual 
Plots 
Heteroscedasticity 
Breusch-Pagan 
Test 
(Range: p < 0.05) 
Multicollinearity 
Tolerance & 
VIF (Range: Tol 
– 0-1, VIF- 1-9) 
Normality 
PP Plots  
 
Independence 
Durbin – 
Watson 
(Range: 
DW<3) 
1 2 3 4 5 
1. Y1 .254  Satisfied χ2=56.40, 
p < 0.001 
Tol  : 0.892 
VIF : 1.121 
Satisfied 
 
1.885 
All  
Satisfied 
2. Y2 
 
.155 Satisfied χ2=56.68, 
p < 0.001 
Tol : 0.884 
VIF : 1.131 
Satisfied 
 
2.039 
3. Y3 .379 Satisfied χ2=28.57, 
p < 0.04 
Tol : 0.233-0.877 
VIF : 1.141-4.296 
Satisfied 
 
2.369 
4. Y4 .299 Satisfied χ2=56.85, 
p < 0.001 
Tol : 0.318-0.877 
VIF : 1.141-3.143 
Satisfied 
 
2.130 
 
Y1=Affective commitment, Y2=Continuance commitment Y3=Normative commitment, Y4=Overall 
organizational commitment. 
 
It can be observed from the table 4.2 the robustness checks for linearity, 
heteroscedasticity, multicollinearity, normality and independence were satisfied. 
Stepwise method for selecting the predictor variables for the regression model was 
considered suitable, as it is probably the most commonly used method. If the variable 
fails to meet entry requirements (either FIN: F-to-enter or PIN: Probability of F-to-
enter), the procedure terminates with no predictor variable in the equation. In stepwise 
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method for fitting regression models the choice of predictive variables is carried and 
in each step, a variable is considered for addition to or subtraction from the set 
of explanatory variables based on some pre-specified criterion. 
Further, the effect size for significant predictor variable was computed to estimate the 
magnitude or size of an effect on criterion variable. Cohen's ƒ2 is one of effect size 
suitable for multiple linear regression analysis was computed. Table 4.3 shows 
descriptors for magnitudes of f2 as suggested by Cohen (1988). The formula used to 
calculate effect size (Cohen's ƒ2) is shown below: 
2
2
2
1 R
Rf
−
=  
Where, R2 is the squared multiple correlation. 
Table 4.3   
Levels of Effect Size  
Effect Size Cohen's f2 
Small 0.02 
Medium 0.15 
Large 0.35 
 
Table 4.4 to 4.7 shows the results of multiple linear regression analysis for different 
sets of predictors and criterion variables with unstandardized regression coefficient 
values. 
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Table 4.4 
MLRA: QWL, Self-efficacy and Job satisfaction as Predictors of Affective 
Commitment  
Predictor   β R R2 ∆R2 f2 F df p 
Quality of Work 
Life 
(Model  Y1= a + β9X9)  
X9 0.13 0.42 0.174 - 0.21 62.65 (1,298) 0.001 
Constant 12.148        
Self-efficacy (Model  Y1= a + β10X10)  
X10 0.51 0.38 0.142 - 0.17 49.30 (1,298) 0.001 
Constant 11.485        
Job satisfaction (Model  Y1= a + β11X11)  
X11 0.22 0.44 0.194 - 0.24 71.55 (1,298) 0.001 
Constant 12.059        
QWL, Self-efficacy & Job satisfaction (Model  Y1= a + β11X11+β10X10) 
X11 0.17 0.44 0.194 - 0.24 71.55 (1,298) 0.001 
X10 0.36 0.50 0.254 0.060 0.34 24.05 (1,297) 0.001 
Constant 3.808        
41X9=Overall Quality of Work Life, X10=Self-efficacy, X11= Job satisfaction, Y1=Affective Commitment 
QWL and its’ dimensions were considered as predictors and affective commitment as 
criterion to develop a regression model. Overall QWL passed on the criteria and 
accounted for a significant amount of variance in affective commitment, R2 = 0.174, 
F(1, 298) = 62.65, p < 0.001.  It can be inferred that overall QWL explained 17.4% 
variance in affective commitment of teaching staff. Therefore, H3a is supported. At 
the p < 0.001 level of significance; there exists enough evidence to conclude that the 
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slope of the regression line is not zero and, hence, that QWL is significant predictor of 
affective commitment for teaching staff. It suggests that changes in predictor are 
associated with changes in the criterion variable. Further, Cohen’s effect size value (f2 
= 0.21) suggested a medium strength of association between QWL and affective 
commitment. 
Secondly, self-efficacy was considered as predictor and affective commitment as 
criterion to develop a regression model. Self-efficacy passed on the criteria and 
accounted for a significant amount of variance in affective commitment, R2 = 0.142, 
F(1, 298) = 49.30, p < 0.001.  It can be inferred that self-efficacy explained 14.2% 
variance in affective commitment of teaching staff. Therefore, H3b is supported. At 
the p < 0.001 level of significance; there exists enough evidence to conclude that the 
slope of the regression line is not zero and, hence, that self-efficacy is a significant 
predictor of affective commitment for teaching staff. It suggests that changes in 
predictor are associated with changes in the criterion variable. Further, Cohen’s effect 
size value (f2 = 0.17) suggested a medium strength of association between self-
efficacy and affective commitment. 
Thirdly, job satisfaction was considered as predictor and affective commitment as 
criterion to develop a regression model. Job satisfaction passed on the criteria and 
accounted for a significant amount of variance in affective commitment, R2 = 0.194, 
F(1, 298) = 71.55, p < 0.001.  It can be inferred that job satisfaction explained 19.4% 
variance in affective commitment of teaching staff. Therefore, H3c is supported. At 
the p < 0.001 level of significance; there exists enough evidence to conclude that the 
slope of the regression line is not zero and, hence, that job satisfaction is a significant 
predictor of affective commitment for teaching staff. It suggests that changes in 
predictor are associated with changes in the criterion variable. Further, Cohen’s effect 
size value (f2 = 0.24) suggested a medium strength of association between job 
satisfaction and affective commitment. 
Finally, QWL, self-efficacy and job satisfaction were considered as predictors and 
affective commitment as criterion to develop a regression model. Job satisfaction and 
self-efficacy passed on the criteria and accounted for a significant amount of variance 
in affective commitment, R2 = 0.254, F(1, 297) = 24.05, p < 0.001.  It can be inferred 
that job satisfaction and self-efficacy explained 25.4% variance in affective 
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commitment of teaching staff. However, job satisfaction alone explained 19.4% and 
self-efficacy 6% variance in affective commitment. Therefore, H3d is partially 
supported. At the p < 0.001 level of significance; there exists enough evidence to 
conclude that the slope of the regression line is not zero and, hence, that job 
satisfaction and self-efficacy are significant predictors of affective commitment for 
teaching staff. It suggests that changes in predictor are associated with changes in the 
criterion variable. Further, Cohen’s effect size value (f2 = 0.34) suggested a medium 
but very close to large strength of association of job satisfaction and self-efficacy with 
affective commitment. 
Results discussed in forgoing paragraphs highlighted that QWL, self-efficacy and job 
satisfaction are significant predictors of affective commitment. It is important to 
mention that affective commitment refers to the employees’ positive emotional 
affection with their organization and work. An employee who is emotionally 
attached with the work strongly identifies with the organization's goals, values and 
needs to remain a part of the organization. If employees’ having conducive work 
environment and enjoying with their job, they are more likely to feel well, and be 
satisfied with their work and organization. It can be generalized that quality of work 
life, high sense of efficacy and job satisfaction of teachers will help in inculcating the 
emotional attachment, involvement and identification with the academic profession. 
Table 4.5 shows MLRA for QWL, self-efficacy and job satisfaction as predictors and 
continuance commitment as criterion variable for teachers. 
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Table 4.5 
MLRA: QWL, Self-efficacy and Job satisfaction as Predictors of Continuance 
Commitment 
Predictor  β   R R2 ∆R2 f2 F df p 
Quality of Work Life (Model  Y2= a + β9X9) 
X9 0.11 0.35 0.125 - 0.14 42.57 (1,298) 0.001 
Constant 11.713        
Self-efficacy (Model  Y2= a + β10X10) 
X10 0.37 0.28 0.08 - 0.09 26.00 (1,298) 0.001 
Constant 12.689        
Job satisfaction (Model  Y2= a + β11X11) 
X11 0.14 0.31 0.093 - 0.10 30.71 (1,298) 0.001 
Constant 13.966        
QWL, Self-efficacy & Job satisfaction (Model  Y2= a + β9X9+ β10X10) 
X9 0.09 0.35 0.125 - 0.14 42.57 (1,298) 0.001 
X10 0.24 0.39 0.155 0.030 0.18 10.53 (1,297) 0.001 
Constant 6.309        
X9=Overall Quality of Work Life, X10=Self-efficacy, X11= Job satisfaction, Y2= Continuance Commitment 
 
QWL and its’ dimensions were considered as predictors and continuance commitment 
as criterion to develop a regression model. Overall QWL passed on the criteria and 
accounted for a significant amount of variance in continuance commitment, R2 = 
0.125, F(1, 298) = 42.57, p < 0.001.  It can be inferred that overall QWL explained 
12.5% variance in continuance commitment of teaching staff. Therefore, H3a is 
supported. At the p < 0.001 level of significance; there exists enough evidence to 
conclude that the slope of the regression line is not zero and, hence, that QWL is a 
significant predictor of continuance commitment for teaching staff. It suggests that 
changes in predictor are associated with changes in the criterion variable. 
Further, Cohen’s effect size value (f2 = 0.14) suggested a small but very close to 
medium strength of association between QWL and continuance commitment. 
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Secondly, self-efficacy was considered as predictor and continuance commitment as 
criterion to develop a regression model. Self-efficacy passed on the criteria and 
accounted for a significant amount of variance in continuance commitment, R2 = 0.08, 
F(1, 298) = 26.00, p < 0.001. It can be inferred that self-efficacy explained 8% 
variance in continuance commitment of teaching staff. Therefore, H3b is supported. 
At the p < 0.001 level of significance; there exists enough evidence to conclude that 
the slope of the regression line is not zero and, hence, that self-efficacy is a significant 
predictor of continuance commitment for teaching staff. It suggests that changes in 
predictor are associated with changes in the criterion variable. Further, Cohen’s effect 
size value (f2 = 0.09) suggested a small strength of association between self-efficacy 
and continuance commitment. 
Thirdly, job satisfaction was considered as predictor and continuance commitment as 
criterion to develop a regression model. Job satisfaction passed on the criteria and 
accounted for a significant amount of variance in continuance commitment, R2 = 
0.093, F(1, 298) = 30.71, p < 0.001.  It can be inferred that job satisfaction explained 
9.3% variance in continuance commitment of teaching staff. Therefore, H3c is 
supported. At the p < 0.001 level of significance; there exists enough evidence to 
conclude that the slope of the regression line is not zero and, hence, that job 
satisfaction is a significant predictor of continuance commitment for teaching staff. It 
suggests that changes in predictor are associated with changes in the criterion 
variable. Further, Cohen’s effect size value (f2 = 0.10) suggested a small strength of 
association between job satisfaction and continuance commitment. 
Finally, QWL, self-efficacy and job satisfaction were considered as predictors and 
continuance commitment as criterion to develop a regression model. Overall QWL 
and self-efficacy passed on the criteria and accounted for a significant amount of 
variance in continuance commitment, R2 = 0.155, F(1, 297) = 10.53, p < 0.001.  It can 
be inferred that overall QWL and self-efficacy explained 15.5% variance in 
continuance commitment of teaching staff. However, overall QWL alone explained 
12.5% and self-efficacy 3% variance in continuance commitment. Therefore, H3d is 
partially supported. At the p < 0.001 level of significance; there exists enough 
evidence to conclude that the slope of the regression line is not zero and, hence, that 
overall QWL and self-efficacy are significant predictors of continuance commitment 
for teaching staff. It suggests that changes in predictor are associated with changes in 
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the criterion variable. Further, Cohen’s effect size value (f2 = 0.18) suggested a 
medium strength of association of overall QWL and self-efficacy with continuance 
commitment. 
Results discussed in foregoing paragraphs highlighted that QWL, self-efficacy and 
job satisfaction have immensely been emerged as significant predictors of 
continuance commitment of teaching staff. Continuance commitment refers to 
teachers’ judgments that leaving the academic organization would be a high cost of 
losing organizational membership. These losses can be economic (loss of salary, 
pension accruals, and benefits); professional (loss of seniority, status, and 
identification); and social (loss of friendships and belongingness with co-workers). If 
employees have a high intensity of continuance commitment then they will stay with 
the organization because they believe that leaving cost at large. Teachers’ heightened 
level of QWL, self-efficacy belief and job satisfaction likely to continue to stay in the 
organization. 
Table 4.6 shows MLRA for QWL, self-efficacy and job satisfaction as predictors and 
normative commitment as criterion variable for teachers. 
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Table 4.6 
MLRA: QWL, Self-efficacy and Job satisfaction as Predictors of Normative 
Commitment 
Predictor  β R R2 ∆R2 f2 F df P 
Quality of Work Life (Model  Y3= a + β9X9 + β4X4)   
X9 0.14 0 .53 0.285 - 0.40 118.72 (1,298) 0.001 
X4 0.39 0.54 0.296 0.011 0.42 4.68  0.031 
Constant 4.215        
Self-efficacy (Model  Y3= a + β10X10)   
X10 0.61 0.42 0.174 - 0.21 63.00 (1,298) 0.001 
Constant 6.454        
Job satisfaction (Model  Y3= a + β11X11)   
X11 0.28 0.53 0.279 - 0.39 115.18 (1,298) 0.001 
Constant 5.590        
QWL, Self-efficacy & Job satisfaction (Model  Y3= a + β9X9+ β10X10+ β11X11+ β4X4) 
X9 0.04 0.53 0.285 - 0.40 118.72 (1,298) 0.001 
X10 0.37 0.59 0.348 0.062 0.53 28.66 (1,297) 0.001 
X11 0.13 0.61 0.366 0.018 0.58 8.42 (1,296) 0.004 
X4 0.42 0.62 0.379 0.013 0.61 6.08 (1,295) 0.014 
Constant 5.396        
X4=Opportunity for growth & development, X9= Overall Quality of work life, X10=Self- efficacy, X11= Job 
satisfaction, Y3= Normative Commitment 
 
Chapter - 4 
109 
 
QWL and its’ dimensions were considered as predictors and normative commitment 
as criterion to develop a regression model. Overall QWL and opportunity for growth 
& development passed on the criteria and accounted for a significant amount of 
variance in normative commitment, R2 = 0.296, F(1, 297) = 4.68, p < 0.031.  It can be 
inferred that overall QWL and opportunity for growth & development explained 
29.6% variance in normative commitment of teaching staff. However, overall QWL 
alone explained 28.5% variance and opportunity for growth & development explained 
1.1% variance in normative commitment. Therefore, H3a is supported. At the p < 
0.031 level of significance; there exists enough evidence to conclude that the slope of 
the regression line is not zero and, hence, that overall QWL and opportunity for 
growth & development are significant predictors of normative commitment for 
teaching staff. It suggests that changes in predictor are associated with changes in the 
criterion variable. Further, Cohen’s effect size value (f2 = 0.42) suggested a large 
strength of association of overall QWL and opportunity for growth & development 
with normative commitment. 
Secondly, self-efficacy was considered as predictor and normative commitment as 
criterion to develop a regression model. Self-efficacy passed on the criteria and 
accounted for a significant amount of variance in normative commitment, R2 = 0.174, 
F(1, 298) = 63.00, p < 0.001.  It can be inferred that self-efficacy explained 17.4% 
variance in normative commitment of teaching staff. Therefore, H3b is supported. At 
the p < 0.001 level of significance; there exists enough evidence to conclude that the 
slope of the regression line is not zero and, hence, that self-efficacy is a significant 
predictor of normative commitment for teaching staff. It suggests that changes in 
predictor are associated with changes in the criterion variable. Further, Cohen’s effect 
size value (f2 = 0.21) suggested a medium strength of association between self-
efficacy and normative commitment. 
Thirdly, job satisfaction was considered as predictor and normative commitment as 
criterion to develop a regression model. The job satisfaction passed on the criteria and 
accounted for a significant amount of variance in normative commitment, R2 = 0.279, 
F(1, 298) = 115.18, p < 0.001.  It can be inferred that job satisfaction explained 27.9% 
variance in normative commitment of teaching staff. Therefore, H3c is supported. At 
the p < 0.001 level of significance; there exists enough evidence to conclude that the 
slope of the regression line is not zero and, hence, that job satisfaction is a significant 
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predictor of normative commitment for teaching staff. It suggests that changes in 
predictor are associated with changes in the criterion variable. Further, Cohen’s effect 
size value (f2 = 0.39) suggested a large strength of association between job satisfaction 
and normative commitment. 
Finally, QWL, self-efficacy and job satisfaction were considered as predictors and 
normative commitment as criterion to develop a regression model. The overall QWL, 
self-efficacy, job satisfaction and opportunity for growth & development passed on 
the criteria and accounted for a significant amount of variance in normative 
commitment, R2 = 0.379, F(1, 295) = 6.08, p < 0.014.  It can be inferred that overall 
QWL, self-efficacy, job satisfaction and opportunity for growth & development 
explained 37.9% variance in normative commitment of teaching staff. However, 
overall QWL, self-efficacy, job satisfaction and opportunity for growth & 
development explained 28.5%, 6.3%, 1.8% 1.3% variance respectively in normative 
commitment. Therefore, H3d is supported. At the p < 0.014 level of significance; 
there exists enough evidence to conclude that the slope of the regression line is not 
zero and, hence, that overall QWL, self-efficacy, job satisfaction and opportunity for 
growth & development are significant predictors of normative commitment for 
teaching staff. It suggests that changes in predictor are associated with changes in the 
criterion variable. Further, Cohen’s effect size value (f2 = 0.61) suggested a very large 
strength of association of overall QWL, self-efficacy, job satisfaction and opportunity 
for growth & development with normative commitment. 
Normative commitment occurs when employee feels a sense of obligation with the 
organization, even if they unhappy in their role, or even if they want to pursue better 
opportunities. While, high QWL, opportunity for growth and development in same 
organization, efficacy-belief and satisfaction with work are the sound conditions in 
developing true sense of obligation among employees.  
Table 4.7 shows MLRA for QWL, self-efficacy and job satisfaction as predictors and 
overall organizational commitment as criterion variable for teachers. 
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Table 4.7 
MLRA: QWL, Self-efficacy and Job satisfaction as Predictors of Overall 
Organizational Commitment 
Predictor  β R R2 ∆R2 f2 F df p 
Quality of Work Life (Model  Y4= a + β9X9) 
X9 0.41 0.48 0.227 - 0.29 87.59 (1,298) 0.001 
Constant 28.208        
Self-efficacy  (Model  Y4= a + β10X10) 
X10 1.49 0.39 0.155 - 0.18 54.57 (1,298) 0.001 
Constant 30.628        
Job satisfaction  (Model  Y4= a + β11X11) 
X11 0.63 0.47 0.217 - 0.28 82.79 (1,298) 0.001 
Constant 31.616        
QWL, Self-efficacy & Job Satisfaction (Model  Y4= a + β9X9+ β10X10+ β11X11) 
X9 0.20 0.48 0.227 - 0.29 87.59 (1,298) 0.001 
X10 0.95 0.54 0.288 0.061 0.40 25.17 (1,297) 0.001 
X11 0.26 0.55 0.299 0.011 0.43 5.00 (1,296) 0.026 
Constant 4.174        
X9= Overall Quality of Work Life, X10=Self-efficacy, X11= Job Satisfaction, Y4= Overall Organizational 
Commitment 
 
QWL and its’ dimensions were considered as predictors and overall organizational 
commitment as criterion to develop a regression model. Overall QWL passed on the 
criteria and accounted for a significant amount of variance in overall organizational 
commitment, R2 = 0.227, F(1, 298) = 87.59, p < 0.001. It can be inferred that overall 
QWL explained 22.7% variance in overall organizational commitment of teaching 
staff. Therefore, H3a is supported. At the p < 0.001 level of significance; there exists 
enough evidence to conclude that the slope of the regression line is not zero and, 
hence, that overall QWL is a significant predictor of overall organizational 
commitment for teaching staff. It suggests that changes in predictor are associated 
with changes in the criterion variable. Further, Cohen’s effect size value (f2 = 0.29) 
suggested a medium but close to large strength of association between overall QWL 
and overall organizational commitment. 
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Secondly, self-efficacy was considered as predictor and overall organizational 
commitment as criterion to develop a regression model. Self-efficacy passed on the 
criteria and accounted for a significant amount of variance in overall organizational 
commitment, R2 = 0.155, F(1, 298) = 54.57, p < 0.001. It can be inferred that self-
efficacy explained 15.5% variance in overall organizational commitment of teaching 
staff. Therefore, H3b is supported. At the p < 0.001 level of significance; there exists 
enough evidence to conclude that the slope of the regression line is not zero and, 
hence, that self-efficacy is a significant predictor of overall organizational 
commitment for teaching staff. It suggests that changes in predictor are associated 
with changes in the criterion variable. Further, Cohen’s effect size value (f2 = 0.18) 
suggested a medium strength of association between self-efficacy and overall 
organizational commitment. 
Thirdly, job satisfaction was considered as predictor and overall organizational 
commitment as criterion to develop a regression model. Job satisfaction passed on the 
criteria and accounted for a significant amount of variance in overall organizational 
commitment, R2 = 0.217, F(1, 298) = 82.79, p < 0.001. It can be inferred that job 
satisfaction explained 21.7% variance in overall organizational commitment of 
teaching staff. Therefore, H3c is supported. At the p < 0.001 level of significance; 
there exists enough evidence to conclude that the slope of the regression line is not 
zero and, hence, that job satisfaction is a significant predictor of overall organizational 
commitment for teaching staff. It suggests that changes in predictor are associated 
with changes in the criterion variable. Further, Cohen’s effect size value (f2 = 0.28) 
suggested a medium but close to large strength of association between job satisfaction 
and overall organizational commitment. 
Finally, QWL, self-efficacy and job satisfaction were considered as predictors and 
overall organizational commitment as criterion to develop a regression model. The 
overall QWL, self-efficacy and job satisfaction passed on the criteria and accounted 
for a significant amount of variance in overall organizational commitment, R2 = 0.299, 
F(1, 296) = 5.00, p < 0.026. It can be inferred that overall QWL, self-efficacy and job 
satisfaction explained 29.9% variance in overall organizational commitment of 
teaching staff. However, overall QWL, self-efficacy and job satisfaction explained 
22.7%, 6.1% and 1.1% variance respectively in overall organizational commitment. 
Therefore, H3d is supported. At the p < 0.026 level of significance; there exists 
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enough evidence to conclude that the slope of the regression line is not zero and, 
hence, that overall QWL, self-efficacy and job satisfaction are significant predictors 
of overall organizational commitment for teaching staff. It suggests that changes in 
predictor are associated with changes in the criterion variable. Further, Cohen’s effect 
size value (f2 = 0.43) suggested a large strength of association of overall QWL, self-
efficacy and job satisfaction with overall organizational commitment. 
As results discussed in preceding paragraphs, it can be inferred that QWL, self-
efficacy and job satisfaction emerged as strongest predictor for all types of 
commitment. In short, the importance of teachers’ commitment in academic setting is 
well recognized.  QWL has a positive impact on the organizational commitment of the 
employees. An employee with higher QWL will invariably have a positive attitude 
toward his organization, which will result in organizational commitment behavior. 
Self-efficacy construct is a way of conceptualizing one of the personal qualities of 
individual, who seem particularly effective at responding to the demands of life. It 
displays a positive outlook, strong belief in one’s capabilities and commitment to the 
goals and aspirations one set for oneself. Job satisfaction is a very important 
component, and also an antecedent of commitment. Because, satisfaction can trigger 
immediate emotional reactions, therefore, it can play a central role in the development 
of teachers’ commitment. Consequently, it appears that satisfaction shapes and 
stabilizes organizational commitment, and it is one of the important component of 
commitment. Theoretically through the literature, and analytically in this piece of 
research, it is confirm that QWL, self-efficacy and job satisfaction have exist strong 
relationship with organizational commitment. However, many other factors can 
influence the commitment and are not purview of this piece of research.  
A large number of studies are available to support the current findings. In this regard, 
QWL and its different dimensions in different settings came out as predictors of 
organizational commitment (Daud, 2010; Farid, Izadi, Ismail, & Alipour, 2015; Khan, 
2015; Yusoff, Rimi, & Meng, 2015). Akhtar, Ghayas, and Adil (2013) among bank 
employees while Agarwal and Mishra (2016) among revenue personal reported self-
efficacy as significant predictor for organizational commitment. Further from 
different researches (Azeem, 2010; Fresko, Kfir, & Nasser, 1997; Mathieu & Zajac, 
1990; Williams & Hazer, 1986), it is found that job satisfaction and organizational are 
inter-related to each other. 
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4.4 Moderation Analysis 
A moderator is a variable that specifies conditions under which a given predictor 
is related to an outcome. The moderator explains ‘when’ a predictor (IV) and 
criterion (DV) are related. Moderation implies on interaction effect, where 
introducing a moderating variable changes the direction or magnitude of the 
relationship between two variables. To test the hypotheses that age and teaching-
experience individually moderate the relationship between predictor (QWL, self-
efficacy and job satisfaction) and criterion variable (organizational commitment), 
a hierarchical multiple regression analysis was conducted. To test moderation, we 
will in particular be looking at the interaction effect between predictor (X) and 
moderator (M) and whether or not such an effect is significant in predicting 
criterion (Y). 
PROCESS procedure given by Andrew F. Hayes (http://www.afhayes.com) was 
used to examine the interaction effect. In the analysis two models emerged, Model 
1 (without the interaction) and Model 2 (with the interaction). 
In order to confirm a third variable making a moderation effect on the relationship 
between the two variables X and Y, it must show that the nature of this relationship 
changes as the values of the moderating variable M change. This is in turn done by 
including an interaction effect in the model and checking to see if indeed such an 
interaction is significant and helps in explaining the variation in the response variable 
better than before. 
In more explicit terms, to the variables were standardized and centering was also done 
to make interpretations easier afterwards and to avoid multicolliearity. If both models 
are significant and the amount of variance (R2 change) accounted in Model 2 is 
significantly more than Model 1, then moderation is occurring. 
Table 4.8 to 4.13 presents the moderation analysis to examine the moderating effect of 
age and teaching-experience separately on the relationship of overall QWL, self-
efficacy and job satisfaction with overall organizational commitment.  
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Moderation analysis: Age as moderator of relationship between Quality of 
Work Life and Organizational Commitment 
Moderation schema age as moderator of relationship between QWL and 
organizational commitment prepared and showed in Fig. 4.1. 
 
Table 4.8 shows hierarchical regression analysis model summary for moderation 
effect of age on the relationship of QWL and organizational commitment. 
Table 4.8  
Model Summary 
Model R R2 
Change Statistics 
R2 
Change 
F 
Change 
df1 df2 
Sig. F 
Change 
1 .538 .289 .289 60.353 2 297 .000 
2 .553 .306 .017 7.389 1 296 .007 
Model 1: Predictors: Age, QWL 
Model 2: Predictors: Age, QWL, Interaction between Age and QWL 
As shown in Table 4.8, Model 1 without the interaction accounted for a significant 
amount of variance in organizational commitment,  R2= .289, F (2, 297) = 60.353, p< 
.001. It can be inferred that QWL is a significant predictor of organizational 
commitment. Next, the interaction between age and QWL was added to the regression 
model (Model 2) which accounted for a significant amount of variance in 
organizational commitment, ∆R2 = 0.017, ∆F(1, 296) = 7.389, p = .007. On the basis 
of this quantitative analysis it can be inferred that there is a significant moderating 
effect of age on the relationship of QWL with organizational commitment. Further, 
for visualizing the conditional effect of QWL (X) on organizational commitment (Y) 
interaction plot prepared and shown as Fig. 4.2. 
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Examination of the interaction plot showed an enhancing effect as age and quality of 
work life increases, teachers’ organizational commitment also increases. At low 
quality of work life, teachers’ organizational commitment was different for their low, 
average, and high age groups.  Teachers with average and high quality of work life 
with their low, average and high age groups had an enhancing pattern in 
organizational commitment and came closer to substantiate the interaction effect. 
Therefore, H4a is supported. 
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Moderation analysis: Age as moderator of relationship between Self-Efficacy 
and Organizational Commitment 
Moderation schema age as moderator of relationship between self-efficacy and 
organizational commitment prepared and showed in Fig. 4.3. 
 
Table 4.9 shows hierarchical regression analysis model summary for moderation 
effect of age on the relationship of self-efficacy and organizational commitment. 
Table 4.9 
Model Summary 
Model R R2 
Change Statistics 
R2 
Change 
F Change df1 df2 
Sig. F 
Change 
1 .510 .260 .260 52.198 2 297 .000 
2 .558 .311 .051 21.918 1 296 .000 
Model 1: Predictors: Age, Self-Efficacy 
Model 2: Predictors: Age, Self-Efficacy, Interaction between Age and Self-Efficacy 
As shown in Table 4.9, Model 1 without the interaction accounted for a significant 
amount of variance in organizational commitment,  R2= .260, F (2, 297) = 52.198, p< 
.001. It can be inferred that self-efficacy is a significant predictor of organizational 
commitment. Next, the interaction between age and self-efficacy was added to the 
regression model (Model 2) which accounted for a significant amount of variance in 
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organizational commitment, ∆R2 = 0.051, ∆F(1, 296) = 21.918, p = .001. On the basis 
of this quantitative analysis it can be inferred that there is a significant moderating 
effect of age on the relationship of self-efficacy with organizational commitment. 
Further, for visualizing the conditional effect of self-efficacy (X) on organizational 
commitment (Y) interaction plot prepared and shown as Fig. 4.4. 
 
 
Examination of the interaction plot showed an enhancing effect as age and self-
efficacy increases, teachers’ organizational commitment also increases. At low self-
efficacy, teachers’ organizational commitment was different for their low, average, 
and high age groups.  Teachers with average and high self-efficacy with their low 
average and high age groups had an enhancing pattern in organizational commitment 
and came closer to substantiate the interaction effect. Therefore, H4b is supported. 
  
Low  Average  High  
Low Age 64.93 73.93 82.94 
Average Age 73.02 78.68 84.34 
High Age 81.11 83.42 85.74 
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Moderation analysis: Age as moderator of relationship between Job 
Satisfaction and Organizational Commitment 
Moderation schema age as moderator of relationship between job satisfaction and 
organizational commitment prepared and showed in Fig. 4.5. 
 
Table 4.10 shows hierarchical regression analysis model summary for moderation 
effect of age on the relationship of job satisfaction and organizational commitment. 
Table 4.10 
Model Summary 
Model R R2 
Change Statistics 
R2 
Change 
F 
Change 
df1 df2 
Sig. F 
Change 
1 .536 .287 .287 59.738 2 297 .000 
2 .567 .321 .034 14.904 1 296 .000 
Model 1: Predictors: Age, Job Satisfaction 
Model 2: Predictors: Age, Job Satisfaction, Interaction between Age and Job Satisfaction 
As shown in Table 4.10, Model 1 without the interaction accounted for a significant 
amount of variance in organizational commitment,  R2= .287, F (2, 297) = 59.738, p< 
.001. It can be inferred that job satisfaction is a significant predictor of organizational 
commitment. Next, the interaction between age and job satisfaction was added to the 
regression model (Model 2) which accounted for a significant amount of variance in 
organizational commitment, ∆R2 = 0.034, ∆F(1, 296) = 14.904, p = .001. On the basis 
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of this quantitative analysis it can be inferred that there is a significant moderating 
effect of age on the relationship of job satisfaction with organizational commitment. 
Further, for visualizing the conditional effect of job satisfaction (X) on organizational 
commitment (Y) interaction plot prepared and shown as Fig. 4.6. 
 
 
Examination of the interaction plot showed an enhancing effect as age and job 
satisfaction increases, teachers’ organizational commitment also increases. At low job 
satisfaction, teachers’ organizational commitment was different for their low, average, 
and high age groups.  Teachers with average and high job satisfaction with their low, 
average and high age groups had an enhancing pattern in organizational commitment 
and came closer to substantiate the interaction effect. Therefore, H4c is supported. 
 
  
Low  Average  High  
Low Age 66.89 74.59 82.28 
Average Age 74.19 78.98 83.78 
High Age 81.49 83.38 85.27 
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Moderation analysis: Teaching-experience as moderator of relationship 
between Quality of Work Life and Organizational Commitment 
Moderation schema teaching-experience as moderator of relationship between QWL 
and organizational commitment prepared and showed in Fig. 4.7. 
 
Table 4.11 shows hierarchical regression analysis model summary for moderation 
effect of teaching-experience on the relationship of QWL and organizational 
commitment. 
Table 4.11 
Model Summary 
Model R R2 
Change Statistics 
R2 
Change 
F 
Change 
df1 df2 
Sig. F 
Change 
1 .536 .288 .288 59.946 2 297 .000 
2 .555 .308 .020 8.570 1 296 .004 
Model 1: Predictors: Teaching-Experience, QWL 
Model 2: Predictors: Teaching-Experience, QWL, Interaction between Teaching-Experience and QWL 
As shown in Table 4.11, Model 1 without the interaction accounted for a significant 
amount of variance in organizational commitment,  R2= .288, F (2, 297) = 59.946, p< 
.001. It can be inferred that QWL is a significant predictor of organizational 
commitment. Next, the interaction between teaching-experience and QWL was added 
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to the regression model (Model 2) which accounted for a significant amount of 
variance in organizational commitment, ∆R2 = 0.020, ∆F(1, 296) = 8.570, p = .004. 
On the basis of this quantitative analysis it can be inferred that there is a significant 
moderating effect of teaching-experience on the relationship of QWL with 
organizational commitment. Further, for visualizing the conditional effect of QWL 
(X) on organizational commitment (Y) interaction plot prepared and shown as Fig. 
4.8. 
 
 
Examination of the interaction plot showed an enhancing effect as teaching-
experience and quality of work life increases, teachers’ organizational commitment 
also increases. At low quality of work life, teachers’ organizational commitment was 
different for their low, average, and high teaching-experience groups.  Teachers with 
average and high quality of work life with their low, average and high teaching-
experience groups had an enhancing pattern in organizational commitment and came 
closer to substantiate the interaction effect. Therefore, H5a is supported. 
  
Low  Average  High  
Low Teaching-
Experience 67 74.7 82.4 
Average Teaching-
Experience 73.33 78.85 84.36 
High Teaching-
Experience 79.65 82.99 86.33 
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Moderation analysis: Teaching-experience as moderator of relationship 
between Self-Efficacy and Organizational Commitment 
Moderation schema teaching-experience as moderator of relationship between self-
efficacy and organizational commitment prepared and showed in Fig. 4.9. 
Table 4.12 shows hierarchical regression analysis outputs for moderation effect of 
teaching-experience on the relationship of self-efficacy and organizational 
commitment. 
Table 4.12 
Model Summary 
Model R R2 
Change Statistics 
R2 
Change 
F 
Change 
df1 df2 
Sig. F 
Change 
1 .498 .248 .248 49.074 2 297 .000 
2 .544 .296 .048 19.978 1 296 .000 
Model 1: Predictors: Teaching-Experience, Self-Efficacy 
Model 2: Predictors: Teaching-Experience, Self-Efficacy, Interaction between Teaching-Experience and Self-
Efficacy 
As shown in Table 4.12, Model 1 without the interaction accounted for a significant 
amount of variance in organizational commitment,  R2= .248, F (2, 297) = 49.074, p< 
.001. It can be inferred that self-efficacy is a significant predictor of organizational 
commitment. Next, the interaction between teaching-experience and self-efficacy was 
added to the regression model (Model 2) which accounted for a significant amount of 
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variance in organizational commitment, ∆R2 = 0.048, ∆F(1, 296) = 19.978, p = .001. 
On the basis of this quantitative analysis it can be inferred that there is a significant 
moderating effect of teaching-experience on the relationship of self-efficacy with 
organizational commitment. Further, for visualizing the conditional effect of self-
efficacy (X) on organizational commitment (Y) interaction plot prepared and shown 
as Fig. 4.10. 
 
 
Examination of the interaction plot showed an enhancing effect as teaching-
experience and self-efficacy increases, teachers’ organizational commitment also 
increases. At low self-efficacy, teachers’ organizational commitment was different for 
their low, average, and high teaching-experience groups.  Teachers with average and 
high self-efficacy with their low, average and high teaching-experience groups had an 
enhancing pattern in organizational commitment and came closer to substantiate the 
interaction effect. Therefore, H5b is supported. 
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Experience 65.43 74.18 82.93 
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Moderation analysis: Teaching-experience as moderator of relationship 
between Job satisfaction and Organizational Commitment 
Moderation schema teaching-experience as moderator of relationship between job 
satisfaction and organizational commitment prepared and showed in Fig. 4.11. 
 
Table 4.13 shows hierarchical regression analysis model summary for moderation 
effect of teaching-experience on the relationship of job satisfaction and organizational 
commitment. 
Table 4.13 
Model Summary 
Model R R2 
Change Statistics 
R2 
Change 
F Change df1 df2 
Sig. F 
Change 
1 .532 .283 .283 58.571 2 297 .000 
2 .565 .319 .036 15.825 1 296 .000 
Model 1: Predictors: Teaching-Experience, Job Satisfaction 
Model 2: Predictors: Teaching-Experience, Job Satisfaction, Interaction between Teaching-Experience and Job Satisfaction 
As shown in Table 4.13, Model 1 without the interaction accounted for a significant 
amount of variance in organizational commitment,  R2 = .283, F (2, 297) = 58.571, p< 
.001. It can be inferred that job satisfaction is a significant predictor of organizational 
commitment. Next, the interaction between teaching-experience and job satisfaction 
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was added to the regression model (Model 2) which accounted for a significant 
amount of variance in organizational commitment, ∆R2 = 0.036, ∆F(1, 296) = 15.825, 
p = .001. On the basis of this quantitative analysis it can be inferred that there is a 
significant moderating effect of teaching-experience on the relationship of job 
satisfaction with organizational commitment. Further, for visualizing the conditional 
effect of job satisfaction (X) on organizational commitment (Y) interaction plot 
prepared and shown as Fig. 4.12. 
 
 
Examination of the interaction plot showed an enhancing effect as teaching-
experience and job satisfaction increases, teachers’ organizational commitment also 
increases. At low job satisfaction, teachers’ organizational commitment was different 
for their low, average, and high teaching-experience groups.  Teachers with average 
and high job satisfaction with their low, average and high teaching-experience groups 
had an enhancing pattern in organizational commitment and came closer to 
substantiate the interaction effect. Therefore, H5c is supported. 
  
Low  Average  High  
Low Teaching-
Experience 66.92 74.62 82.32 
Average Teaching-
Experience 74.35 79.01 83.68 
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Experience 81.77 83.41 85.04 
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4.5 Chapter Summary 
The current chapter presented the results of statistical analysis and discussion. Zero 
order correlation has been used to examine the relationship among variables for 
university teachers. Positive and highly significant correlation was found between 
predictor and criterion variables. MLRA conducted to identify significant predictors 
of organizational commitment among QWL, self-efficacy and job satisfaction. QWL, 
self-efficacy and job satisfaction emerged as significant predictors of organizational 
commitment. Predictors explained significant amount of variance in criterion and 
Cohen’s effect size confirmed small to large strength of association. Moderation 
analysis in addition to HRA has been carried out to determine the interaction effect of 
moderating variable which changes the direction or magnitude of the relationship 
between the two variables. Age and teaching experience were observed as significant 
moderator of relationship between predictors and criterion variable. To visualize the 
conditional effect of predictor on criterion variable interaction plot has been showed 
graphically.   
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Chapter-5 
CONCLUSIONS, IMPLICATIONS AND SUGGESTIONS FOR 
FUTURE RESEARCH 
This chapter will give a brief overview of the findings of the study and their 
relationship to previous work in these areas. The main findings with regard to the 
objective and proposed hypotheses are summarized and general conclusions presented 
categorically. Furthermore, the implications of this piece of research work and 
suggestions for further research into higher education are also presented.  
5.1 Conclusions 
The QWL, self-efficacy, job satisfaction and organizational commitment of university 
teachers in reference to some demographic characteristics was audited and conclusion 
drawn in the following paragraphs. 
5.1.1 The teaching profession especially in university has become a challenging, 
highly committed and even more responsible in the contemporary milieu. The 
teacher shoulders the responsibility of preparing and nurturing the young 
minds to maximize the profession. In this connection quality of work life of 
teachers plays a significant role in disseminating their role and duties. It was 
observed that female teachers were found to have higher overall QWL and on 
its dimensions viz. citizenship behavior & recognition at work, opportunity for 
growth & development, organizational climate, organizational transparency 
than male counterparts. However, male teachers were found to have high 
QWL on confidence in management, working conditions, work relations and 
belongingness. High QWL ensures optimum operational freedom and overall 
development of faculties.  
5.1.2 While studying the self-efficacy, male teachers were high in comparison to 
female teachers. This study, therefore, concludes that male attempt to do more 
things in the university, put more effort in their work, perseveres longer in 
their duties and recovers faster when they fail to meet set targets. It can also be 
inferred that teachers who have high self-efficacy tend to persist in failure 
situations, take more risks with the curriculum, use new teaching and research 
approaches, get better gains in student's achievement, and to have more 
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motivated students. The results of the present research can help university 
management to adopt appropriate strategies through intervention, training and 
counseling to uphold self-efficacy of female teachers. 
5.1.3 In case of job satisfaction, female academics were more satisfied with their 
jobs than male academics. Job satisfaction is an important issue in the higher 
education because if the teachers in the university are satisfied enough to 
accomplish their goals effectively; then only they will motivated to contribute 
effectively towards higher education. The results of the present research can 
help university managers adopt appropriate strategies to uphold job 
satisfaction male teachers. 
5.1.4 In case of organizational commitment male were found high on affective, 
continuance commitment and overall organizational commitment. It can be 
inferred that male in general find themselves emotionally attached and 
committed to organization. The high continuance commitment in case of male 
is because of the fact that they are more aware and cautious about the cost 
associated with leaving the organization due to family and other 
responsibilities. Male teachers can adopt the norms and values of the 
organization easier than females. On the other side female teachers were high 
on normative commitment; this is because of the fact of their inner 
dispositional outcome, so they are more obliged to stay with the university.  
5.1.5 The teachers in the age group of 45 years and above were found to posses 
higher QWL, self-efficacy, job satisfaction and commitment. Result confirmed 
the general hypothesized tendency that in the higher age group the income and 
academic rank of teachers will be high so as their resulting high QWL, self-
efficacy, job satisfaction and commitment. 
5.1.6 Teachers having 16.5 years and above experience were found to have high 
QWL, self-efficacy, job satisfaction and commitment. It can be inferred that 
experience of university teachers, gained over time, enhances the knowledge, 
skills, and productivity of workers. This will help in overall enhancement of 
QWL, self-efficacy, job satisfaction and commitment. 
5.1.7 To study the problem five objectives were framed and all examined on the basis of 
quantitative data gathered through standardized psychometric scales. Fourteen 
directional hypotheses were framed to achieve the objectives of the study. The results 
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indicated that thirteen hypotheses were supported (H1, H2a, H2b, H2c, H3a, H3b, 
H3c, H4a, H4b, H4c, H5a, H5b, H5c) and one partially supported (H3d). 
5.1.8 The QWL scale on the population of university teachers developed and 
standardized. The scale confirmed significant psychometric properties. The 
reliability (Cronbach’s α) of the scale was 0.92 (p<0.001). The 
factorial/construct validity of the scale estimated using Exploratory Factor 
Analysis (EFA). Eight factors emerged explaining 57.71% variance. Further, 
Inter-factorial correlations among factors examined and were significant at 
p<0.001. The reliability and validity of the scale are quite high and this gives a 
support that the scale is highly reliable and valid. 
5.1.9 Overall QWL and its all dimensions (citizenship behavior & recognition at 
work, confidence in management, working conditions, opportunity for 
growth & development, work relations, organizational climate, 
belongingness, organizational transparency) were found positively and 
significantly (p<0.01) correlated with overall organizational commitment and 
its sub-components (affective, continuance & normative commitment) of 
university teachers.   
5.1.10 Self-efficacy was found positively and significantly (p<0.001) correlated with 
overall organizational commitment and its sub-components (affective, 
continuance & normative commitment) of university teachers.   
5.1.11 Job satisfaction was found positively and significantly (p<0.001) correlated 
with overall organizational commitment and its sub-components (affective, 
continuance & normative commitment) of university teachers.   
5.1.12 Overall QWL emerged as significant predictor of affective commitment for 
university teachers. In all 17.4% variance explained by Overall QWL in 
affective commitment. Cohen’s effect size value suggested a medium strength 
of association between QWL and affective commitment. 
5.1.13 Self-efficacy emerged as significant predictor of affective commitment for 
university teachers. In all 14.2% variance explained by self-efficacy in 
affective commitment. Cohen’s effect size value suggested a medium strength 
of association between self-efficacy and affective commitment. 
5.1.14 Job satisfaction emerged as significant predictor of affective commitment for 
university teachers. In all 19.4% variance explained by job satisfaction in 
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affective commitment. Cohen’s effect size value suggested a medium strength 
of association between job satisfaction and affective commitment. 
5.1.15 While considering QWL, self-efficacy and job satisfaction altogether, job 
satisfaction and self-efficacy emerged as significant predictors of affective 
commitment for university teachers. In all 25.4% variance explained by job 
satisfaction and self-efficacy in affective commitment. Cohen’s effect size 
value suggested a medium but very close to high strength of association of job 
satisfaction and self-efficacy with affective commitment. 
5.1.16 Overall QWL emerged as significant predictor of continuance commitment for 
university teachers. In all 12.5% variance explained by Overall QWL in 
continuance commitment. Cohen’s effect size value suggested a small but very 
close to medium strength of association between QWL and continuance 
commitment. 
5.1.17 Self-efficacy emerged as significant predictor of continuance commitment for 
university teachers. In all 8.0% variance explained by self-efficacy in 
continuance commitment. Cohen’s effect size value suggested a small strength 
of association between self-efficacy and continuance commitment. 
5.1.18 Job satisfaction emerged as significant predictor of continuance commitment 
for university teachers. In all 9.3% variance explained by job satisfaction in 
continuance commitment. Cohen’s effect size value suggested a small strength 
of association between job satisfaction and continuance commitment. 
5.1.19 While considering QWL, self-efficacy and job satisfaction altogether, overall 
QWL and self-efficacy emerged as significant predictors of continuance 
commitment for university teachers. In all 15.5% variance explained by 
overall QWL and self-efficacy in continuance commitment. Cohen’s effect 
size value suggested a medium strength of association of overall QWL and 
self-efficacy with continuance commitment. 
5.1.20 Overall QWL and opportunity for growth & development emerged as 
significant predictors of normative commitment for university teachers. In all 
29.6% variance explained by Overall QWL and opportunity for growth & 
development in normative commitment. Cohen’s effect size value suggested a 
large strength of association of QWL and opportunity for growth & 
development with normative commitment. 
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5.1.21 Self-efficacy emerged as significant predictor of normative commitment for 
university teachers. In all 17.4% variance explained by self-efficacy in 
normative commitment. Cohen’s effect size value suggested a medium 
strength of association between self-efficacy and normative commitment. 
5.1.22 Job satisfaction emerged as significant predictor of normative commitment for 
university teachers. In all 27.9% variance explained by job satisfaction in 
normative commitment. Cohen’s effect size value suggested a large strength 
of association between job satisfaction and normative commitment. 
5.1.23 While considering QWL, self-efficacy and job satisfaction altogether, overall 
QWL, self-efficacy, job satisfaction and opportunity for growth & 
development emerged as significant predictors of normative commitment for 
university teachers. In all 37.9% variance explained by overall QWL and self-
efficacy, job satisfaction and opportunity for growth & development in 
normative commitment. Cohen’s effect size value suggested a very large 
strength of association of overall QWL, self-efficacy, job satisfaction and 
opportunity for growth & development with normative commitment. 
5.1.24 Overall QWL emerged as significant predictor of overall organizational 
commitment for university teachers. In all 22.7% variance explained by 
Overall QWL in overall organizational commitment. Cohen’s effect size value 
suggested a medium but close to large strength of association between QWL 
and overall organizational commitment. 
5.1.25 Self-efficacy emerged as significant predictor of overall organizational 
commitment for university teachers. In all 15.5% variance explained by self-
efficacy in overall organizational commitment. Cohen’s effect size value 
suggested a medium strength of association between self-efficacy and overall 
organizational commitment. 
5.1.26 Job satisfaction emerged as significant predictor of overall organizational 
commitment for university teachers. In all 21.7% variance explained by job 
satisfaction in overall organizational commitment. Cohen’s effect size value 
suggested a medium but close to large strength of association between job 
satisfaction and overall organizational commitment. 
5.1.27 While considering QWL, self-efficacy and job satisfaction altogether, overall 
QWL, self-efficacy and job satisfaction emerged as significant predictors of 
overall organizational commitment for university teachers. In all 29.9% 
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variance explained by overall QWL, self-efficacy and job satisfaction in 
overall organizational commitment. Cohen’s effect size value suggested a 
large strength of association of overall QWL, self-efficacy and job satisfaction 
with overall organizational commitment. 
5.1.28 Age of the teachers was found to have significant (p<0.007) moderating effect 
on the relationship between quality of work life and organizational 
commitment. It can be inferred that, as age of the teachers increased it has a 
significant and positive change on the relationship of quality of work life and 
organizational commitment. 
5.1.29 Age was found to have significant (p<0.001) moderating effect on the 
relationship between self-efficacy and organizational commitment. It can be 
inferred that, as age of the teachers increased it has a significant and positive 
change on the relationship of self-efficacy and organizational commitment. 
5.1.30 Age was found to have significant (p<0.001) moderating effect on the 
relationship between job satisfaction and organizational commitment. It can be 
inferred that, as age of the teachers increased it has a significant and positive 
change on the relationship of job satisfaction and organizational commitment. 
5.1.31 Teaching-experience of the teachers was found to have significant (p<0.004) 
moderating effect on the relationship between quality of work life and 
organizational commitment. It can be inferred that, as teaching-experience of 
the teachers increased it has a significant and positive change on the 
relationship of quality of work life and organizational commitment. 
5.1.32 Teaching-experience was found to have significant (p<0.001) moderating 
effect on the relationship between self-efficacy and organizational 
commitment. It can be inferred that, as teaching-experience of the teachers 
increased it has a significant and positive change on the relationship of self-
efficacy and organizational commitment. 
5.1.33 Teaching-experience was found to have significant (p<0.001) moderating 
effect on the relationship between job satisfaction and organizational 
commitment. It can be inferred that, as teaching-experience of the teachers 
increased it has a significant and positive change on the relationship of job 
satisfaction and organizational commitment. 
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5.2 Implications 
The findings of this study have significant implications which are presented in the 
following paragraphs. 
I. In this study quality of work life scale was developed and standardized on the 
basis of statistically drawn representative sample. It has been established that 
psychometric properties (reliability and validity) of the scale are highly satisfying. 
So, the major practical implication of present study is that it provides sufficient 
background to assess the quality of work life, training and counseling of people 
engaged in academics. 
II. Self-efficacy, Job satisfaction and Organizational commitment scales 
psychometric properties revisited using a more structured method through 
Confirmatory Factor Analysis (CFA) which presents evidence of scales 
convergent and discriminant validity.  This exercise gives an indication that Self-
efficacy, Job satisfaction and Organizational commitment scales are reliable and 
valid tools for people working in academics.   
III. The findings of present piece of research work provide the conceptual implication 
in understanding the relationship of quality of work life, self-efficacy and job 
satisfaction with organizational commitment. The higher academic body, 
university management and trainer (academic staff college) can plan intervention 
to uphold organizational commitment of very important workforce who carry on 
the responsibilities to integrate critical thoughts, examination of emotions and  
moral values to broaden the learning experience and make it more relevant 
to everyday life situations. 
IV. Quality of work life, self-efficacy and job satisfaction emerged as significant 
predictors of organizational commitment which will help university management 
to uphold these factors for overall development of teachers and university.  
V. Favorable quality of work life influences the employees’ satisfaction which in turn 
enhances the commitment in organization. Additionally, self-efficacy influences 
employees’ strength, cognitive process and emotional reactions which makes 
productive and committed employee. Therefore, there is a need to understand 
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studied predictors in operational perspective to uphold the commitment of 
teachers. 
5.3 Suggestions for Future Research 
Research is not the end it open new ways for further research. Therefore, on the basis 
of present study the certain suggestions for future research are presented in the 
following ways: 
I. Since, the present study was undertaken on a sample of teachers selected from a 
central university viz., Aligarh Muslim University, Aligarh. Therefore, future 
research is needed in other central universities located in different regions of India 
and other universities (e.g. state universities and private universities) to validate 
and generalize the present findings. 
II. Future studies needs to consider other predictor variables such as policies and 
practices, university characteristics (size, structure and geographical region), 
personal characteristics (values and expectations), socialization experiences 
(cultural, familial and institutional), management practices (selection, promotion, 
training and compensation), environmental conditions (family responsibility, 
union participation), work experiences (job scope, support and justice), role states 
(ambiguity, conflict, overload), psychological contracts (economic and social 
exchange)  and personality variables in relation to the organizational commitment. 
These variables will provide more comprehensive and clear picture in 
understanding the commitment of teaching workforce.  
III. Dimensions of organizational commitment are also gaining increasing acceptance. 
There is, therefore, a need for future studies to focus on various constructs of 
organizational commitment independently as is applicable to the particular 
research context rather than a global organizational commitment research. 
Perhaps, we may be witnessing the emergence of a 'commitment descriptive 
index-CDI' in the near future. 
IV. Future studies required to examine the moderating effect of other demographic 
variables such as gender, designation, qualification, academic discipline, type of 
family and marital status on the relationship between QWL and organizational 
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commitment, self-efficacy and organizational commitment, job satisfaction and 
organizational commitment.  
V. The need for longitudinal studies has also been stressed in many researches on 
organizational commitment to show how commitment may progress or change 
over time. 
5.4 Chapter Summary 
This chapter begins with highlighting the conclusions drawn in the study. Results in 
nutshell advocates that conducive QWL, self-efficacy belief and job satisfaction have 
linear relationship with commitment among university teachers. Since, the present 
piece of research was co-relational and predictive in nature; hence it is not possible to 
establish that studied predictors were cause of commitment or vice-versa. The 
findings of the study have some implications and been stated categorically. The 
possible practical implication of the study for teaching fraternity has also been 
highlighted. Suggestions for future research have also been presented. 
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APPENDIX - A 
Confidential  
 
Personal Information 
   
Name : ______________________________________________ 
PID No. : ______________________________________________ 
Age (in yrs) : ______________________________________________ 
Sex : ______________________________________________ 
Qualification : ______________________________________________ 
Designation : ______________________________________________ 
Experience (in yrs) : ______________________________________________ 
Annual Income (in 
Rs) 
: _____________________________________________ 
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APPENDIX – B 
                                                                                                                                 
   Confidential 
गोपनीय 
UQuality of Work Life Scale  
(कायर के जीवन क� गणुवत्ा) 
 The purpose of this scale is to know your level of quality of work life in 
organizations/company in which you are working. Given in every statement please 
respond on a five point scale, how you experience about it? There is no correct or wrong 
statement. Your responses received through this questionnaire shall be used for research 
work only and shall strictly be confidential. Please do not place your signature or name on 
this sheet. Write your answer only in the space provided to the left side of each statement. 
Please rate the statements as given below. If you are; 
  
 इस मापक का उद्दय सगंठन   / कंपनी म� आपक् कायर क् जीवन क� गणुवत्ा क् स्त का 
मापन है। इसम� �दय् गए पतय्क कथन को पढ़कत, कृपया पाँच �वकलपप क् आधात पत यह ब्ाइय् �क 
इसक् बात् म� आप कैसा अनभुव कत्् ह�। इसम� कोई कथन सह� या गल् नह�ं है। इस सचूी क् माधयम 
स् एक�त् आपक� प््�तया्ं को क्वल शोध कायर क् �लए पयोग �कया जाएगा औत आपक् उत्त 
पूणर रप स् गोपनीय तख् जाएंग्। इस पपत पत अपन् हस्ा�त या नाम कह�ं न �लख�। अपन् 
उत्त कथन संखया क् बा� ्त �दय् सथान म� �लख द�। पतय्क कथन का आंकलन ्नमन 
पकात कत�। अगत आप कथन स्; 
 
Strongly Agree (पूणर् :सहम्) 5 
Agree (सहम्) 4 
Undecided (अ्निदच्) 3 
Disagree (असहम्) 2 
Strongly Disagree (पूणर् :असहम्) 1 
 
Ans 
(उत्त) 
Item (कथन) 
___ 1. This organization/company gives us an opportunity in decision making 
pertaining   to organization’s/company’s policies and functions.  (हम� 
इस सगंठन/कंपनी क� नी््यप औत काय� स् सबंिनध् ्नणरय ल्न् म� 
सगंठन/ कंपनी अवसत द् ी है।) 
___ 2. Employees’ in this organization/company have satisfaction with the 
leave rules and other policies affecting employees’ work related 
behavior. (इस सगंठन/ कंपनी म� कमरचाातयप को अवकाश ्नयम ्था अनय 
नी््यप स् सं् ोष है जो उनक् कायर स् सबंिनध् वयवहात को पभा�व् कत् ्
ह�।) 
___ 3. Thinking of going to the job makes me feel sick. (कायर पत जान् क� 
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Ans 
(उत्त) 
Item (कथन) 
सोच स् म� बीमात सा महससू कत्ा हँू।) 
___ 4. Supervisors’ generally here encourage employees to make use of their 
best efforts for good performance. (पयरव्�क यहाँ आम्ौत पत अच्् 
कायर-्नषपादन ह् ु कमरचाातयप को सवर् ्षर पयास क् �लए पोतसा�ह् कत्् 
ह�।) 
___ 5. This organization/company gives good opportunities and freedom to 
use special skills and abilities in my job. (म्त् काम म� �वश्ष कौशल औत 
�म्ा्ं का उपयोग कतन् क् �लए यह सगंठन/ कंपनी अवसत औत 
सव्नत्ा द् ा है।) 
___ 6. There is a greater clarity in the functioning and activities of the 
organization/ company. (यहाँ सगंठन/ कंपनी क् कामकाज औत ग््�व�धयप 
म� अ�धक स् अ�धक सपषर्ा है।) 
___ 7. This organization/company takes enough care of employees’ 
performance record while deciding promotion. (यह सगंठन/कंपनी 
पदोनन्् ्नणरय ल्न् क् �लए कमरचात� क् कायर-्नषपादन ातकॉडर का पयार्् 
खयाल तख्ा है।) 
___ 8. In this organization/ company sense of achievement comes through 
my work. (इस सगंठन/ कंपनी म� म्त् काम क् माधयम स् सफल्ा क� 
भावना आ्ी है।) 
___ 9. My supervisor and the organization/company have their expectations 
and policies very clear. (म्ता पयरव्�क औत सगंठन/कंपनी अपनी उममीदप 
औत नी््यप म� बहु् सपषर है।)  
___ 10. Here, management gives due respect to each employee. (पबंधन यहाँ 
पतय्क कमरचात� को उपयकु् सममान द् ा है।) 
___ 11. Here, I get a feeling of satisfaction, after doing my job well. (यहाँ 
अपना कायर अच्छ ्तह स् कतन् क् बाद मझुम् सं् ोष क� भावना आ्ी है।) 
___ 12. I have autonomy in deciding how to schedule my work. (अपन् काम क� 
अनसुचूी ्य कतन् म� मझु ्पूत� सवायत््ा है।) 
___ 13. I feel satisfied with the working of my organization/company 
employees’ union. (अपनी सगंठन/ कंपनी क् कमरचात� यू् नयन क� 
कायरपणाल� स् म� सं् ुषर हँू।) 
___ 14. Supervisor maintains good relations with the employees at work. 
(पयरव्�क काम पत कमरचाातयप क् साथ अच्् सबंंध बनाए तख्् ह�।) 
___ 15. Here employees have a lot of freedom to perform their work activity 
in their own way. (अपनी कायर�व�ध क् ्त�क् ्य कतन् म� कमरचाातयप को 
यहाँ बहु् आज़ाद� है।) 
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Ans 
(उत्त) 
Item (कथन) 
___ 16. In this organization/company skill, abilities and performance are 
highly appreciated. (इस सगंठन/ कंपनी म� कौशल,योगय्ा औत कायर-
्नषपादन को अतय�धक सताहा जा्ा है।) 
___ 17. Promotion in my organization/company is not a constraint for a good 
worker. (म्त् सगंठन/ कंपनी म� ्तकक� एक अच्् कायरक्ार क् �लए बाधा 
नह�ं है।) 
___ 18. I am satisfied with organization’s /company’s policies in respect to 
treatment with all employees. (सभी कमरचाातयप क् साथ सगंठन/ कंपनी क् 
ब्ारव स् सबंिनध् नी््यप स् म� सं् ुषर हँू।) 
___ 19. Nothing comes in the way in opting the new best method in 
performing the task. (अच्् कायर-्नषपादन क् ्त�क् चुनन् म� कोई रकावर 
नह�ं है।) 
___ 20. Management of this organization/company does not allow employees’ 
to give their suggestions in any matter. (इस सगंठन/कंपनी क् कमरचाातयप 
को पबंधन }kjk �कसी भी मामल् म� सझुाव द्न् क� अनमु्् नह�ं है।) 
___ 21. In this organization/company supervisor has greater confidence and 
trust in their subordinates. (इस सगंठन/ कंपनी म� पयरव्�क अपन् 
अधीनसथप पत अतय�धक �वदवास कत् ्ह�।) 
___ 22. Employees’ generally here have high and positive opinion about each 
other. (इस सगंठन/ कंपनी म� कमरचाातयप क� आम्ौत पत एक दसूत् क् बात् 
म� उचच, एवं सकातातमकताय है।) 
___ 23. I have a feeling of being a part of this organization/company. (मझुम� 
इस सगंठन/ कंपनी का एक �हससा बन् तहन् क� भावना है।) 
___ 24. I have good family relations. (म्त्, पातवात क् साथ अच्् सबंंध है।) 
___ 25. This organization/company has a clear cut and reasonable goals and 
objectives. (इस सगंठन/ कंपनी क् सपषर, एवं उ�च् ल�य औत उद्दय ह�।) 
___ 26. Employees’ in this organization/ company have general satisfaction 
with the pay/salary they are receiving. (इस सगंठन/ कंपनी म� कमरचाातयप 
का व् न पाि्् स् सामानय सं् ुिषर है।) 
___ 27. This organization/company, managers and supervisors provide greater 
opportunity to set the target for production through mutual 
understanding. (इस सगंठन/कंपनी म� पबनधकप/पयरव्�कप क् आपसी समझ 
क् माधयम स् उतपादन क् ल�य ्नधारात् कतन् क् अ�धक स् अ�धक अवसत 
है।) 
___ 28. Employees’ generally here are highly satisfied with the ‘saving plan’ 
and retrieval benefit facilities of the organization/company. (आम्ौत 
पत इस सगंठन/कंपनी क� कमरचाातयप स् सबंिनध् ‘बच् योजना’ एवं पुनः 
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Ans 
(उत्त) 
Item (कथन) 
लाभ स�ुवधा् ंस् अतय�धक सं् ुिषर है।) 
___ 29. I and my family members feel satisfied with respect to our quality of 
life. (म� औत म्त् पातवात क् सदसय हमात� जीवन शैल� स् सं् ुिषर महससू 
कत्् ह�।) 
___ 30. Management of this organization/company helps employees, 
whenever they are in need to overcome their stress. (पबंधन इस सगंठन/ 
कंपनी क् कमरचाातयप क् ्नाव को दतू कतन् क् �लए मदद कत्ा है।) 
___ 31. I get due recognition for the good work, which I perform here. (इस 
सगंठन/ कंपनी म� अच्् कायर क् �लए पयार्् सममान �मल्ा है।) 
___ 32. I and my organization/company are made for each other. (म� औत म्ता 
सगंठन/कंपनी एक-दसूत् क् �लए बन् ह�।) 
___ 33. My organization/company provides me all opportunity to feel part of 
the management. (म्ता सगंठन/कंपनी मझु् पबंधन का �हससा महससू कतन् 
क् सभी अवसत पदान कत्ा है।) 
We are highly obliged for the cooperation. 
(हम आपक् सहयोग क् �लए आभात� ह�) 
End (समाप्) 
 
Item Analysis  
Descriptive Statistics of Items Scale and Cronbach’s Alpha 
Item 
No. 
Descriptive statistics for item Descriptive statistics for scale 
Range Mean Variance SD 
Scale Means 
if item 
Deleted 
*Corrected 
Item-Total 
Correlation 
*Cronbach's 
Alpha if Item 
Deleted 
QD1 4 3.82 .94 .97 117.06 .60 .92 
QD2 4 3.75 .92 .96 117.13 .67 . 92 
QD3 4 3.63 .97 .98 117.25 .62 .92 
QD4 4 3.72 .87 .93 117.15 .55 . 92 
QD5 4 3.76 .88 .94 117.11 .51 . 92 
QD6 4 3.44 1.36 1.17 117.43 .40 . 92 
QD7 4 3.51 1.13 1.06 117.36 .46 . 92 
QD8 4 3.70 .92 .96 117.17 .46 . 92 
QD9 4 3.75 .70 .84 117.12 .59 . 92 
QD10 4 3.58 .99 1.00 117.30 .55 . 92 
QD11 4 3.76 .86 .93 117.11 .61 . 92 
QD12 4 3.60 1.10 1.05 117.27 .46 . 92 
QD13 4 3.61 .99 .99 117.26 .47 . 92 
QD14 4 3.71 .81 .90 117.17 .54 . 92 
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Item 
No. 
Descriptive statistics for item Descriptive statistics for scale 
Range Mean Variance SD 
Scale Means 
if item 
Deleted 
*Corrected 
Item-Total 
Correlation 
*Cronbach's 
Alpha if Item 
Deleted 
QD15 4 3.56 1.01 1.00 117.32 .41 . 92 
QD16 4 3.56 1.04 1.02 117.32 .53 . 92 
QD17 4 3.73 .84 .912 117.14 .55 . 92 
QD18 4 3.66 1.02 1.01 117.22 .52 . 92 
QD19 4 3.58 .923 .96 117.30 .49 . 92 
QD20 4 3.65 1.14 1.07 117.23 .42 . 92 
QD21 4 3.71 .83 .91 117.16 .55 . 92 
QD22 4 3.67 .97 .99 117.21 .42 . 92 
QD23 4 3.83 .801 .90 117.05 .43 . 92 
QD24 4 3.82 1.08 1.04 117.05 .32 . 92 
QD25 4 3.68 .87 .93 117.19 .52 . 92 
QD26 4 3.78 1.08 1.04 117.10 .52 . 92 
QD27 4 3.65 .86 .93 117.23 .46 . 92 
QD28 4 3.61 1.13 1.06 117.26 .47 . 92 
QD29 4 3.67 1.00 1.00 117.21 .44 . 92 
QD30 4 3.61 1.07 1.03 117.27 .49 . 92 
QD31 4 3.63 1.07 1.03 117.25 .50 . 92 
QD32 4 3.57 1.12 1.60 117.30 .47 . 92 
QD33 4 3.59 1.08 1.04 117.28 .39 . 92 
Overall 
QWL 
132 120.87 305.92 17.49 - - - 
* p<0.001 
Descriptive Statistics of Scale and Reliability (Cronbach’s alpha) 
Statistics for 
Scale 
Mean Variance Std. Deviation 
Alpha 
Coefficient 
No. of 
Items 
120.87 305.92 17.49 0.92 33 
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Dimension and No. of Items 
Dimensions 
Items No. of 
Positive Negative Items 
1. Citizenship Behaviour & 
Recognition at Work 
1,2,4,9,10,11,14,19,21 3 10 
2. Confidence in Management 17,25,27,28,29,30  6 
3. Working Conditions 12,13,16 20 4 
4. Opportunity for Growth & 
Development 
5,15,26  3 
5. Work Relations 31,32,33  3 
6. Organizational Climate 18,22  2 
7. Belongingness 23,24  2 
8. Organizational Transparency  6,7,8  3 
Total 31 02 33 
 
 
Scoring System 
Scoring Strongly 
Disagree 
Disagree Neutral Agree Strongly 
Agree 
Positive 1 2 3 4 5 
Negative 5 4 3 2 1 
 
Inter- Factorial Validity  
Dimensions Factor Reliability 
(α) 1 2 3 4 5 6 7 8 
Factor 1 1        0.88 
Factor 2 .586** 1       0.75 
Factor 3 .547** .471** 1      0.68 
Factor 4 .556** .496** .424** 1     0.60 
Factor 5 .532** .506** .445** .361** 1    0.62 
Factor 6 .431** .525** .420** .405** .329** 1   0.55 
Factor 7 .328** .421** .316** .375** .244** .406** 1  0.50 
Factor 8 .637** .414** .473** .489** .349** .325** .269** 1 0.46 
** p<0.001 
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Factor structure of the Quality of Work Life Scale (QWLS) 
Items Factor Loadings 
I II III IV V VI VII VIII 
QD1 .735 
 
Citizenship Behaviour & Recognition at Work 
QD4 .688 
QD2 .687 
QD11 .672 
QD3 .589 
QD14 .568 
QD21 .543 
QD19 .521 
QD9 .502 
QD10 .498 
QD29 
 
.675 
 
Confidence in Management 
QD17 .609 
QD27 .544 
QD25 .523 
QD28 .502 
QD30 .473 
QD13 
 
.723  
Working Conditions 
 
QD12 .646 
QD20 .580 
QD16 .556 
QD15 
 
.705  
Opportunity for Growth 
& Development 
 
QD5 .607 
QD26 .492 
QD33  
Work 
Relations 
 
.731 
 QD32 .690 
QD31 .450 
QD22  
Organizational Climate 
 
.602 
 
QD18 .442 
QD24  
Belongingness 
 
.684  
QD23 .623 
QD6  
Organizational 
Transparency 
 
.716 
QD7 .563 
QD8 -.454 
Percent 
of 
Variance 
29.54 6.13 4.45 4.20 3.65 3.44 3.19 3.10 
Cum. 
Pct. of 
Var. 
29.54 35.68 40.13 44.33 47.98 51.42 54.61 57.71 
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Z-score Norms for the Quality of Work Life Scale (QWLS) 
Mean = 120.87 SD: 17.49  N=300 
Raw 
Score 
z-Score Raw 
Score 
z-Score Raw 
Score 
z-Score Raw 
Score 
z-score 
85 -2.00 103 -1.02 121 0.01 139 1.04 
86 -1.99 104 -0.96 122 0.06 140 1.09 
87 -1.93 105 -0.91 123 0.12 141 1.15 
88 -1.88 106 -0.85 124 0.18 142 1.21 
89 -1.82 107 -0.79 125 0.23 143 1.26 
90 -1.76 108 -0.74 126 0.29 144 1.32 
91 -1.71 109 -0.68 127 0.35 145 1.38 
92 -1.65 110 -0.62 128 0.41 146 1.43 
93 -1.59 111 -0.56 129 0.46 147 1.49 
94 -1.54 112 -0.51 130 0.52 148 1.55 
95 -1.48 113 -0.45 131 0.58 149 1.61 
96 -1.42 114 -0.39 132 0.64 150 1.66 
97 -1.36 115 -0.33 133 0.69 151 1.72 
98 -1.31 116 -0.28 134 0.75 152 1.79 
99 -1.25 117 -0.22 135 0.81 153 1.86 
100 -1.19 118 -0.16 136 0.86 154 1.93 
101 -1.14 119 -0.11 137 0.92 155 2.00 
102 -1.08 120 -0.05 138 0.98   
  
Appendices  
x 
 
APPENDIX - C                                                                                         
                                                            Confidential 
गोपनीय 
USelf-Efficacy Scale 
(आतम प्ावकाका्ा मापक) 
 The purpose of this scale is to know your level of self-efficacy. Given in every 
item please tell us, how you think about it? There is no correct or wrong statement. Your 
responses received through this inventory shall be used for research work only and shall 
strictly be confidential. Please do not place your signature or name on this sheet. Write 
your answer only in the space provided to the left side of each item. Please rate the items 
as per options given below. If you are: 
 इस मापक का उद्दय आपक् आतम पभावकाात्ा का मापन है। इसम� �दय् गए पतय्क 
कथन को पढ़कत कृपया यह ब्ाइय् �क इसक् बात् म� आप कैसा सोच्् ह�। इसम� कोई कथन सह� या 
गल् नह�ं है। इस पदनावल� क् माधयम स् एक�त् आपका दिषर6Tकोण6T क्वल शोध कायर क् �लए पयोग 
�कया जाएगा औत आपक् उत्त पूणर रप स् गोपनीय तख् जाएंग्। इस पपत पत अपन् हस्ा�त या 
नाम कह�ं न �लख�। अपन् उत्त कथन संखया क् बा� ्त �दय् सथान म� �लख द�। पतय्क कथन का 
आंकलन ्नमन पकात कत�। अगत आप कथन स्: 
 Exactly True (�बलकुल सच) 4 
Moderately True (लगभग सच) 3 
Hardly True (कु् हद ्क सच) 2 
Not at all True (�बलकुल सच नह�ं) 1 
 
Ans 
(उत्ा) 
Item (कथन) 
___ 1. I can always manage to solve difficult problems if I try hard enough. (य�द म� कड़ा 
पयतन करँ ्ो म� हम्शा क�ठन समसया् ंका समाधान कत सक्ा/सक्ी हँू।) 
___ 2. If someone opposes me; I can find means and ways to get what I want. (य�द कोई 
म्ता �वतोध कत्ा है ्ो भी म� अपन् उद्दय क� पाि्् क् �लए कई साधन औत ्त�क् ढंूढ ह� 
ल् ा/ल् ी हँू।) 
___ 3. It is easy for me to stick to my aims and accomplish my goals.( म्त् �लए अपन् 
6Tल�य6T पत �रक् तहना औत अपन् उद्दय को पूता कतना आसान है।) 
___ 4. I am confident that I could deal efficiently with unexpected events. (मझु् अपन् पत 
पूता �वदवास है �क म� अचानक होन् वाल� घरना्ं का कुशल्ा स् सामना कत सक्ा/सक्ी 
हँू।) 
___ 5. Thanks to my resourcefulness, I know how to handle unforeseen situations. (मझु् 
अपनी साधन-समपनन्ा पत गवर है, म� जान्ा/जान्ी हँू �क अनद्खी पातिसथ््यप का सामना 
कैस् कतना चा�हए।) 
___ 6. I can solve most problems if I invest the necessary effort. (अगत म� ठछक पयतन करँ 
्ो म� अ�धक्त समसया्ं का समाधान कत सक्ा/सक्ी हँू।) 
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Ans 
(उत्ा) 
Item (कथन) 
___ 7. I can remain calm when facing difficulties because I can rely on my coping 
abilities. (क�ठन पातिसथ््यप म� भी म� शान् तह सक्ा/सक्ी हँू कयप�क मझु् अपनी 
योगय्ा पत �वदवास है।)  
___ 8. When I am confronted with a problem, I can usually find several solutions. (जब 
म्त् सामन् कोई समसया हो्ी है ्ो म� उसक् कई हल ्नकाल सक्ा/सक्ी हँू।) 
___ 9. If I am in trouble, I can usually think of something to do. (य�द म� मिुदकल म� 
हो्ा/हो्ी हँू ्ो पायः कु् न कु् कतन् का सोच ह� ल् ा/ल् ी हँू।) 
___ 10. No matter what comes my way, I’m usually able to handle it. (चाह् कु् भी म्त् 
तास् ्म� आ जाए म� उसका सामना कत ह� ल् ा/ल् ी हँू।) 
 
We are highly obliged for the cooperation. 
(हम आपक् सहयोग क् �लए आभात� ह�) 
End (समाप्) 
 
 
 
Appendices  
xii 
 
  
UAPPENDIX - D 
                                                                                                                                   
Confidential 
गोपनीय 
UJob Satisfaction Scale 
(नौका� क� सं्ुिष् मापक) 
 The purpose of this scale is to know your level of satisfaction in organization. 
Given in every item please tell us, how you experience about it? There is no correct or 
wrong statement. Your responses received through this inventory shall be used for 
research work only and shall strictly be confidential. Please do not place your signature or 
name on this sheet. Write your answer only in the space provided to the left side of each 
item. Please rate the items as per options given below. If you are: 
 इस मापक का उद्दय आपका संगठन क् प्् सं्ुषर्ा का मापन है। इसम� �दय् गए पतय्क 
कथन को पढ़कत कृपया यह ब्ाइय् �क इसक् बात् म� आप कैसा अनुभव कत्् ह�। इसम� कोई कथन 
सह� या गल् नह�ं है। इस पदनावल� क् माधयम स् एक�त् आपका दिषरकोण क्वल शोध कायर क् 
�लए पयोग �कया जाएगा औत आपक् उत्त पूणर रप स् गोपनीय तख् जाएंग्। इस पपत पत अपन् 
हस्ा�त या नाम कह�ं न �लख�। अपन् उत्त कथन संखया क् बा� ्त �दय् सथान म� �लख द�। 
पतय्क कथन का आंकलन ्नमन पकात कत�। अगत आप कथन स्: 
Highly Satisfied  (अतय�धक सं्ुषर)  5 
Satisfied (सं् ुषर) 4 
Moderately Satisfied (मधयम सं्ुषर) 3 
Dissatisfied (असं्ुषर) 2 
Highly Dissatisfied (अतय�धक असं्ुषर) 1 
 
Ans 
(उत्ा) 
Item (कथन) 
___ 1 Physical working situation. (शात�ातक काम कतन् क� िसथ््।) 
___ 2 The freedom to choose your own method of working. (काम कतन् का 
अपना खुद का ्त�का ्य कतन् क� सव्ंत्ा।) 
___ 3 Your fellow workers/colleagues. (आपक् साथी कायरक्ार/सहकम�।) 
___ 4 The recognition you get from good work. (अच्् काम स् आपको सममान 
�मल्ा है) 
___ 5 Your immediate boss. (आपक् ्ातका�लक बॉस।) 
___ 6 Quantity of responsibility you are given. (आपको �दए गए काम क� माता।) 
___ 7 Opportunity to use your abilities. (अपनी �म्ा् ं को उपयोग कतन् क् 
अवसत।)  
 
 
Appendices  
xiii 
 
Ans 
(उत्ा) 
Item (कथन) 
___ 8 Relations with management and workers. (सगंठन औत कमरचाातयप क् साथ 
सबंंध।) 
___ 9 Your rate of pay. (आपक् व् न क� दत।) 
___ 10 Your chances of promotion. (आपक� पदोनन्् क् अवसत।) 
___ 11 The way your firm/organization is managed. (आपक् फमर/ सगंठन का 
्त�का पबं�ध् है।) 
___ 12 The attention paid to suggestions you made. (आपक् सझुाव पत धयान �दया 
जा्ा है।) 
___ 13 Your hours of work. (आपक् काम क् घर्ं।) 
___ 14 The amount of variety in your job. (आपक् काम म� �व�वध्ा क� माता।) 
___ 15 Your job security. (आपक� नौकत� क� सतु�ा।) 
___ 16 Opportunity to help others with personal problems at work. (काम पत 
दसूतप क� वयिक्ग् समसया् ंक� मदद कतन् क् अवसत।) 
___ 17 Chances to learn new things. (नए काम सीखन् क् अवसत।)   
___ 18 Power and prestige in the job. (नौकत� म� अ�धकात औत प््षठा।) 
___ 19 Opportunity to make decisions. (्नणरय ल्न् क् अवसत।) 
___ 20 Opportunity to achieve something worthwhile. (कु् लाभदायक चीजप को 
पा्् कतन् क् अवसत।) 
 
We are highly obliged for the cooperation. 
(हम आपक् सहयोग क् �लए आभात� ह�) 
End (समाप्) 
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APPENDIX – E 
 
Confidential 
गोपनीय 
UOrganizational Commitment Scale 
(संगठन के प्् प््�त्ा मापक) 
 The purpose of this scale is to know your level of commitment in organization. 
Given in every item please tell us, how you think about it? There is no correct or wrong 
statement. Your responses received through this inventory shall be used for research work 
only and shall strictly be confidential. Please do not place your signature or name on this 
sheet. Write your answer only in the space provided to the left side of each item. Please 
rate the items as per options given below. If you are: 
 इस मापक का उद्दय आपका संगठन क् प्् प््बत्ा का मापन है। इसम� �दय् गए 
पतय्क कथन को पढ़कत कृपया यह ब्ाइय् �क इसक् बात् म� आप कैसा सोच्् ह�। इसम� कोई कथन 
सह� या गल् नह�ं है। इस पदनावल� क् माधयम स् एक�त् आपका दिषर6Tकोण6T क्वल शोध कायर क् 
�लए पयोग �कया जाएगा औत आपक् उत्त पूणर रप स् गोपनीय तख् जाएंग्। इस पपत पत अपन् 
हस्ा�त या नाम कह�ं न �लख�। अपन् उत्त कथन संखया क् बा� ्त �दय् सथान म� �लख द�। 
पतय्क कथन का आंकलन ्नमन पकात कत�। अगत आप कथन स्: 
Strongly Agree (पूणर् :सहम्) 7 
Moderately Agree (मधयम सहम्) 6 
Slightly Agree (थोड़ा सहम्)  5 
Undecided (अ्निदच्) 4 
Slightly  Disagree (थोड़ा असहम्) 3 
Moderately Disagree (मधयम असहम्) 2 
Strongly Disagree(पूणर् :असहम्) 1 
 
Ans 
(उत्ा) 
Item (कथन) 
___ 1 I feel proud of being attached to my organization/company. (म� अपन् 
सगंठन/कंपनी स् जुड़ ्होन् पत गवर महससू कत्ा हँू।) 
___ 2 I feel that I would be at loss when I leaving this organization/company. (मझु ्
लग्ा है �क जब म� इस सगंठन/कंपनी को ्ोड़कत जाऊँगा ्ो मझु् हा्न होगी।) 
 3 I feel a firm conviction of not leaving my job because this organization/company 
has helped me to stand on my feet. (मझु् अपनी नौकत� को न ्ोड़न् का एक दढ़ 
�वदवास है कयप�क इस संगठन/कंपनी न् मझु् अपन् पैतप पत खड़ा होन् म� मदद क� है।)   
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Ans 
(उत्ा) 
Item (कथन) 
___ 4 I do not leave the office/work unless I complete my task. (जब ्क म्ता कायर पूता नह� ं
हो जा्ा है म� अपन् कायारलय को नह�ं ्ोड़्ा हँू।) 
___ 5 I can never think of leaving this organization/company even if my promotion is 
delayed. (म� इस संगठन/कंपनी को ्ोड़न् क् बात् म� कभी नह�ं सोच सक्ा, भल् ह� म्त� 
पदोनन्् द्त� स् हो तह� हो।) 
___ 6 My organization/company has provided me an opportunity to work here with dignity, 
so I can never think to switch over to other company/organization. (म्त् संगठन/कंपनी 
न् मुझ् यहाँ पत गातमा क् साथ कायर कतन् का अवसत पदान �कया है, इस�लए म� �कसी अनय 
कंपनी/संगठन म� जान् क् बात् म� कभी नह�ं सोच सक्ा।)  
___ 7 I believe one should not overstay in the organization/company at the cost of family 
affairs. (म्ता �वदवास है �क संगठन/कंपनी म� �कसी को भी पातवात क् मामलप क् आधात पत 
अ�धक ठहतना नह�ं चा�हए।) 
___ 8 Here my needs are sufficiently fulfilled, which other organization/company cannot. 
(यहाँ पयार्् रप स् म्त� आवदयक्ाएँ पूत� हो्ी ह� िजस् कोई अनय संगठन/कंपनी नह�ं कत 
सक्ा है।) 
___ 9 I feel sorry and dissatisfied when I fail to utilize my utmost efforts for meeting the 
goals of the organization/company. (जब  म� संगठन/कंपनी क् ल�यप को पूता कतन् क् �लए 
अपन् पयासप को अ�धक्म उपयोग म� लान ्म� �वफल हो जा्ा हँू ्ो म� ख्द औत असं्ुिषर 
महसूस कत्ा हँू।) 
___ 10 Personal benefits are more important than to help to promote organizational 
development. (संगठनातमक �वकास को बढ़ावा द्न् क� ्ुलना म� वयिक्ग् लाभ अ�धक 
महतवपूणर ह�।) 
___ 11 I love to work for my organization/company. (म� अपन ् संगठन/कंपनी क् �लए काम 
कतना पसंद कत्ा हँू।)  
___ 12 What status I am enjoying here, I could not have found it in any other 
organization/company. (जो प््षठा मुझ् यहा ँ पा्् है, इसको म� �कसी भी अनय 
संगठन/कंपनी म� पा्् नह�ं कत सक्ा।) 
___ 13 I live, eat, and breathe my job in this organization/company. (इस संगठन/कंपनी म� म� 
तहन,् खान ्औत जीन् क् �लए कायर कत तहा हँू।)  
___ 14 I do not delay my work because I cannot take any risk of being kicked out from this 
organization/company. (म� अपन् काम म� द्त� नह�ं कत्ा हँू, कयप�क म� इस संगठन/कंपनी 
स् बाहत ्नकाल �दय् जान ्का �कसी भी पकात का जो�खम नह�ं ल् सक्ा।) 
___ 15 Real pleasure comes to me when I accomplish the task. (जब म्ता कायर पूता हो जा्ा है 
्ो म� वास्�वक आनंद महसूस कत्ा हँू।) 
 
We are highly obliged for the cooperation 
(हम आपक् सहयोग क् �लए आभात� ह�) 
                               End (समाप्) 
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